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Thesis dated September, 2001 
Fortum Magazine conducted a poll with African-American professionals 
employed by corporate firms in the United States of America. This poll revealed that 
African Americans tended to be skeptical of their career outlook within Corporate 
America. Consequently, this survey inspired a study at Clark Atlanta University of 
students’ perceptions of Corporate America. 
This study was conducted with both undergraduate and graduate students enrolled 
in Clark Atlanta University’s School of Business Administration. The survey used was 
similar to the questionnaire Fortune Magazine used with its participants. Two hundred 
and thirty-two students responded to a 12-item, forced-choice questionnaire with 
questions about: affirmative action, pay equity, promotion, equal hiring, and diversity. 
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This study was designed to answer three major questions. The first question was: 
What are the major perceptions held by African-American undergraduate and graduate 
students at Clark Atlanta University about Corporate America? The overall response was 
that Corporate America was only doing a fair job concerning issues of diversity, 
affirmative action, pay equity, promotion, and equal hiring. The second major question 
this study examined was: In what ways, if any, do perceptions of the graduates and 
undergraduates differ? Overall, the responses by graduates and undergraduates tended to 
be the same. The third research question was: Are the students’ perceptions consistent 
with and/or different from African Americans employed and those formerly employed 
with private firms? The majority of student responses were in alignment with African 
Americans employed and those formerly employed with private firms. 
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Imagine attending four years of college and earning a degree in Business 
Administration. One has been told that the corporate world has become less racially 
hostile and welcomes diversity. For example, one can read the following in a magazine: 
The number of African Americans in professional positions in corporate 
America continues to rise. At the same time, African-American 
spending power this year will jump to over $533 billion, up 72.9 percent 
since 1990. In response to these demographic and economic shifts 
companies are taking steps to ensure that they are able to attract and 
retain the best and brightest from among the African-American pool; 
they are also implementing specific marketing strategies that will reach 
African-American consumers (American Legacy 2000, 45). 
In addition, one has been taught that his/her creative talent will be welcomed and one will 
be empowered because textbooks have stated that companies are moving toward 
decentralized management. This concept embraces the idea that decisions should come 
from the bottom of the organization to the top. Further, one may have completed one or 
more internships at Fortune 500 companies as instructed by professors. Consequently, 
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with this sense of empowerment, employees will take more responsibility for their job and 
enjoy job satisfaction. However, after working a few years for a Fortune 500 company 
one becomes disillusioned. One finds that the company only talks about diversity; the 
company does not enforce it. One comes to this conclusion because he or she has not 
been promoted, unlike white counterparts. In addition, innovative ideas have not been 
welcomed, and one has been told, “This is not the way we do things around here.” 
While many African Americans have experienced the above scenario, it is not 
certain what can or should be done to prepare them to deal with racism. This study was 
designed to gauge the major beliefs that undergraduate and graduate students enrolled at 
Clark Atlanta University’s School of Business Administration have about Corporate 
America. 
The Historical Basis for Affirmative Action 
To gain insight concerning African Americans in the workplace, labor history must 
be examined. Affirmative action is an act, policy, or plan designed to remedy the effects 
of wrongful discrimination. The term “affirmative action” quietly made its debut in 
America in 1935. In that year, the United States Congress passed the Wagner Act which 
expressly required “affirmative action” of employers guilty of discrimination against 
workers on the basis of union membership (The Encyclopedia of African American 
Culture and History, 4th ed., s.v. “affirmative action”). 
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In June 1941, President Franklin D. Roosevelt issued Executive Order 8802, a 
precursor of affirmative action policies in the area of race relations, which called for 
“special measures” to end discrimination in the employment of workers in the defense 
industries or government because of race, creed, color, or national origin. This action 
taken by President Roosevelt was designed to boost the wartime economy and reduce 
severe African-American unemployment (The Encyclopedia of African American Culture 
and History, 4th ed., s.v. “affirmative action”). 
Internal White House discussions of employment policy during the presidency of 
Dwight D. Eisenhower included consideration of government mandatory affirmative 
action; however, this issue was not implemented during the Eisenhower administration. 
The John F. Kennedy administration took action toward eliminating discrimination in the 
workplace. On March 8, 1961, President John F. Kennedy issued Executive Order 10925 
establishing a President’s Committee on Equal Employment Opportunity. This was done 
to expand and strengthen efforts to promote equality of employment opportunity across 
racial lines. Executive Order 10925 also required that all government contractors should 
not discriminate against any employee or applicant because of race, creed, color, or 
national origin. Furthermore, government contractors were required to utilize affirmative 
action to ensure equal employment ( The Encyclopedia of African American Culture and 
History, 4th ed., s.v. “affirmative action”). 
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The 1964 Civil Rights Act outlawed most blatant forms of racial discrimination in 
employment, education, housing, public accommodation, and voting. The 1964 Act 
banned segregation in public places, such as restaurants, cinemas, retail stores, hotels, 
transportation, and beaches. Title VII of the 1964 Civil Rights Act banned discrimination 
among organizations that employed 25 or more people. Additionally, it outlawed 
discrimination in labor unions and employment agencies. Title VII also called for the 
establishment of the Equal Employment Opportunity Commission (EEOC). The EEOC 
investigates claims of discrimination in the workplace. Additionally, Title VII empowered 
the federal courts to impose affirmative action where appropriate to remedy past 
workforce discrimination (The Encyclopedia of African American Culture and History, 
4th ed., s.v. “affirmative action”). 
On September 28, 1965, in the wake of the Civil Rights Act of 1964, President 
Lyndon B. Johnson’s Executive Order 11246 launched affirmative action as the 
cornerstone of national employment policy and race relations. The goal was aimed at the 
full realization of equal employment opportunity. Like President Kennedy’s earlier order, 
Executive Order 11246 required that firms conducting business with the federal 
government implement affirmative action to ensure that applicants were employed and that 
employees were treated in the workplace without regard to their race, creed, color, or 
national origin. Executive Order 11246 was amended by Executive Order 11375 and 
required that government contractors set in motion goals and timetables for employing 
previously underutilized, qualified minorities. The Labor Department was given the 
responsibility for implementing Executive Order 11246 and its amendments. During this 
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period, Vice President Hubert Humphrey stated America had “neglected the Negro too 
long” and that government, business, and labor must open more jobs to Negroes, and must 
go out and affirmatively seek those who are qualified and begin to train those who are not 
(The Encyclopedia of African American Culture and History, 4th ed., s.v. “affirmative 
action”). 
In 1967, the Department of Health, Education, and Welfare (HEW) began 
requiring colleges and universities receiving federal money to establish affirmative action 
goals for employing female and minority faculty members. In 1972, HEW issued 
guidelines for higher education regarding both nondiscrimination and their efforts to 
recruit, employ, and promote minorities. The HEW guidelines also indicated that colleges 
and universities were not expected to lower their standards or employ unqualified job 
candidates (The Encyclopedia of African American Culture and History, 4th ed. s.v. 
“affirmative action”). 
If the above executive orders were not followed, the penalties included loss of 
government funds, loss of government contracts, and fines. Thus, colleges and 
universities began to open their doors to African Americans. These institutions began to 
hire African-American faculty and staff in addition to admitting African-American 
students. This was the first time in history that African Americans, in relatively large 
numbers, were entering previously all-white universities. Consequently, companies began 
to seek African-American professionals (Dickens and Dickens 1991, 4). See Table 1 for a 
summary of government policy initiatives related to affirmative action. 
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TABLE 1 








6/41 Executive Order 
8802 
Designed to end 
discrimination in the 
Defense industry 
President John F. 
Kennedy 
3/61 Executive Order 
10925 
Designed to 
promote the equality 
of employment 
across racial lines 
President Lyndon B. 
Johnson 







and voting, banned 
segregation in public 
places 
President Lyndon B. 
Johnson 




employers of 25 or 
more labor unions 
and employment 
agencies; also called 
for the establishment 
of EEOC 
President Lyndon B. 
Johnson 
9/65 Executive Order 
11246 
Required that firms 





Source. The Encyclopedia of African American Culture and History 4th ed. s.v. 
“affirmative action”; table compiled by author. 
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In the late 1960s and early 1970s, many corporations established affirmative action 
programs. The companies used these programs to help identify qualified African 
Americans and to ensure employment opportunities. Affirmative action programs 
included identifying and developing the talents of African Americans with high potential. 
Furthermore, corporations adopted affirmative action plans to help ensure that 
discriminatory practices were not used in hiring and firing African Americans. 
History of Clark Atlanta University 
Recent high profile lawsuits involving racial discrimination are excellent reasons 
for exploring the career perceptions of African-American college students. High profile 
discriminatory lawsuits like Texaco, Incorporated, and Coca-Cola Company that have 
involved multimillion dollar settlements out of court may have an effect on the perceptions 
of African-American students who are considering working in corporate America. 
Since this study is limited to students enrolled at Clark Atlanta University, it is 
necessary to understand the site of education and how that impacts career perceptions. 
Clark Atlanta University is a historically African-American University. Clark Atlanta 
University was founded June 24, 1988. It is the consolidation of both Clark College and 
Atlanta University. Clark College and Atlanta University were originally historically 
African-American institutions (Clark Atlanta University Catalog 1995a, 1). 
8 
Clark College was established in 1869 by the Freedman’s Aid Society of the 
Methodist Episcopal Church. Clark received its name from Bishop David W. Clark who 
was the President of the Freedman’s Aid Society. Clark Chapel, a Methodist Episcopal 
Church in Atlanta’s Summerhill section, was the site of the first Clark College class. 
Eventually, in 1871, the school relocated to a property at Whitehall and McDaniel Streets. 
During the 1930s, Clark later joined the Atlanta University Complex {Clark Atlanta 
University 1995a, 1). 
Atlanta University was established in 1865. The American Missionary 
Association, with assistance from the Freedman’s Bureau, founded the University. Atlanta 
University began awarding bachelor’s degrees and producing African-American teachers 
and librarians for the public schools of the South in the late 1870s. Beginning in the 1929- 
30 school year, the institution began offering graduate education exclusively in liberal arts 
and in social and natural sciences. The University slowly added professional programs in 
social work, library science, and business administration. During this time, Atlanta 
University was linked with Morehouse and Spelman College in the university plan known 
as the Atlanta University System. Eventually the campus was moved to its present site 
with Clark College, Morris Brown College, and the Interdenominational Theological 
Center, which joined the affiliation later. These schools made up the Atlanta University 
Center {Clark Atlanta University 1995a, 1). 
Today, Clark Atlanta University offers both undergraduate and graduate degrees. 
The institution is private, urban, and coeducational. Dr. Thomas W. Cole has served as 
President of Clark Atlanta University since its inception in June 1988. 
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The initial A.B. degree in Business Administration was offered at the former Clark 
College in 1931, and a School of Business Administration was established at the former 
Atlanta University in 1946. Both institutions were in the vanguard for offering business 
undergraduate and graduate degrees. In the early years, Atlanta University produced one- 
fourth of all African-American Master of Business Administration (MBA) degrees. In July 
1989, the undergraduate business program became a part of the School of Business 
Administration. This merger resulted from the consolidation of Clark College and Atlanta 
University {Clark Atlanta University 1995a, 342). 
Clark Atlanta University’s School of Business was chosen to gauge the major 
perceptions students held about Corporate America. This study comes at a pivotal point 
in this nation’s history. It has been almost 36 years since the passage of thel964 Civil 
Rights Act, yet there is growing dissatisfaction among African Americans employed by 
corporations as evidence of the increasing number of job discrimination lawsuits. Clark 
Atlanta University was chosen to investigate student perceptions of Corporate America 
for three reasons. Firstly, its African-American student population is significant at both 
the undergraduate and graduate levels. Secondly, the students enrolled in the School of 
Business Administration are receiving training in varied contemporary business fields and 
probably will be employed in some aspect of the corporate sector. Thirdly, the School of 
Business Administration declares in its mission statement a commitment to developing 
solutions to problems with racism. This study will aid the School of Business 
Administration in accomplishing that goal by making the University administration aware 
of what the student population believes about Corporate America. This information will 
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be available to the School of Business Administration as a resource for curriculum 
development and career counseling on subjects related to racism, sexism and diversity 
issues within the workplace. 
This study was designed to answer three general questions related to the 
perceptions held by undergraduate and graduate students about Corporate America. First, 
what are the major perceptions held by African-American undergraduate and graduate 
students at Clark Atlanta University about Corporate America? Second, in what ways are 
the undergraduate and graduate perceptions different? Third, in what ways are the 
students’ perceptions consistent with and/or different from African Americans who are or 
were employed by corporations? 
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Organization of Thesis 
Chapter One informs the reader that the study was designed to gauge the major 
beliefs that undergraduate and graduate students enrolled at Clark Atlanta University have 
about Corporate America. This chapter traces the impact of affirmative action on the 
workplace and educational institutions. The chapter concludes by providing historical 
information concerning the site of the study. 
Chapter Two describes the organizational model upon which Corporate America 
is based and how this current organizational structure has been detrimental to nonwhites. 
The chapter describes the gradual shift in the workforce from white to non white. 
However, despite this shift, there has been a dramatic increase in the number of 
discriminatory lawsuits filed by African Americans. The chapter provides information 
regarding a number of high profile lawsuits involving African Americans. 
Chapter Three provides a review of the literature concerning the corporate 
climate. The majority of literature concerning equality in the workplace centers on the 
issue of diversity. Furthermore, this chapter concludes with information on the nonwhite 
perception of the workplace. 
Chapter Four describes in detail the methodology used for this research. 
Additionally, it describes the sample, instrument and procedure used to collect the data. 
Furthermore, this chapter describes the framework and states the assumptions of this 
framework used to guide this study. 
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Chapter Five traces the labor history of African Americans in the United States. 
This chapter describes the work history of African Americans from slavery to present day 
status. It also discusses the politics surrounding African Americans in relationship to their 
status in the workforce. The chapter concludes with various descriptions of how African- 
American professionals feel about Corporate America. 
Chapter Six highlights the findings of the study. Data was collected concerning 
affirmative action, pay equity, promotion, discrimination, and entrepreneurship. In each of 
these areas, the study reports the overall student population response and the response 
based on sex, classification, and gender. This information was examined in relationship 
with African-American professionals who responded to the same issues mentioned above. 
Chapter Seven serves as the conclusion for the study. It summarizes the major 
findings of the study. Furthermore, it offers Clark Atlanta University’s School of Business 
Administration several recommendations to strengthen its program, thus, improving the 
students’ career path. 
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Definition of Terms 
an act, policy, plan or program designed to remedy the negative 
effects of wrongful discrimination. 
consists of individual legally recognized entities created through the 
laws of its states, licensing them to organize for profit. The terms 
Corporate America and Private Firms are used interchangeably 
throughout this document. 
incentives organized to maintain an atmosphere of harmony in the 
workplace. This is done through implementing initiatives designed 
to sensitize everyone in the workplace to various ethnic and racial 
cultures. 
describes the perceived success inhibitors typically experienced by 
nonwhites in America. 
the 500 private firms that gamer the most revenue among American 
corporations, according to Fortune Magazine. 
the act or faculty of apprehending by means of the senses or of the 
mind; cognition; understanding (The Random House College 
Dictionary, 3rd ed., s.v. “perception”). 
White Supremacy - 
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a worldwide system of behavior organized by the white collective 
to control and dominate all nonwhites in the areas of economics, 
education, entertainment, labor, law, politics, religion, sex, and war 
(Fuller 1972, 330). 
CHAPTER 2 
CONTEXT OF PROBLEM 
In the Souls of Black Folks, W E B. DuBois predicted that the problem of the 
twentieth century would be the color line. This prediction is the basis of the main research 
issue under investigation - the impact of the color line on students planning to work in 
Corporate America as well as African Americans who are or were employed in Corporate 
America. 
Corporate America utilizes a Eurocentric organization model (Warfield-Coppock 
1995). The Eurocentric organization, which is representative of private firms, is more 
culturally supportive of whites than African Americans. The Western culture tends to be 
materialistic and centers on profits. Thus, an outgrowth of materialism is in alignment 
with the ideology of capitalism. The basic orientation of most corporations in the United 
States is the concern for revenues that can be garnered. Administrative policies in 




Presently, Corporate America finds itself confronted with a rapidly changing 
workforce. It is one that is becoming more multiethnic in composition, and a workforce 
unwilling to settle for peripheral inclusion at all levels. The change in the workforce is 
unlike earlier times when private firms could control their labor force, that is, who was 
hired, who was allowed in administrative positions, and who was allowed in the Board 
Rooms. Instead, minorities are demanding the systematic removal of discrimination in the 
workplace. However, civil rights laws, as well as changing demographics of available 
workers, have created new concerns for Corporate America. 
According to the United States Census Bureau, the population in 1990 was 
distributed as indicated in Table 2. As shown in the table, white Americans are the 
majority with a small difference between African Americans and Hispanics in population 
distribution. 
TABLE 2 
UNITED STATES POPULATION, 1990 
Race Status 
Whites 82.5% 
African Americans 12.7% 
Asians 3.9% 
Native Americans 0.9% 
Hispanics 11.2% 
Source. Workplace Visions. The Labor Shortage. Available at 
http://www.diversity.com; Accessed 10 May 2001; INTERNET. 
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Table 3 demonstrates graphically the demographics shift facing the United States 
and anticipated impact of this shift on the available workforce, which will confront 
Corporate America. 
TABLE 3 
UNITED STATES RACE DEMOGRAPHICS, 1980 -2040 
Year Whites Minorities 
1980 82.8% 18.8% 
1995 74.5% 25.5% 
2010 66.7% 33.3% 
2040 50.0% 50.0% 
Source: Workplace Visions. The Labor Shortage. Availab e at 
http://www.diversity.com; Accessed 10 May 2001; INTERNET. 
Meanwhile, the racial composition of the workforce indicates the following as seen 
in Table 4. This shift demonstrates a gradual decline in whites available to work in 
Corporate America. African Americans available for the workforce have been stable from 
1985 and should remain stable through 2005; meanwhile, there is a noticeable increase in 
available Hispanics for the workforce. 
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TABLE 4 
UNITED STATES WORKFORCE AND RACE, 1985 - 2005 





1985 2.6% 6.3% 10.0% 81.1% 
1990 3.4% 7.9% 10.1% 78.7% 
1995 3.9% 8.5% 10.2% 77.4% 
2000 4.4% 9.7% 10.6% 75.3% 
2005 4.8% 10.7% 10.8% 73.7% 
Source: Workplace Visions. The Labor Shortage. Available at 
http://www.diversity.com; Accessed 10 May 2001; INTERNET. 
The demographics in Table 4 demonstrate the gradual rise in the workforce, and it 
is anticipated that by the year 2005, the work population for Hispanics and African 
Americans will reach a level of parity. 
By the same token, demographics for women by race in the workforce for the 
same period of time indicate similar results in Table 5. 
TABLE 5 
WOMEN IN THE UNITED STATES WORKFORCE BY RACE, 1985 - 2005 





1985 2.7% 5.5% 11.4% 80.4% 
1990 3.4% 6.8% 11.4% 78.4% 
1995 3.8% 7.4% 11.6% 77.2% 
2000 4.5% 8.8% 12.2% 74.5% 
2005 4.9% 9.9% 12.4% 72.9% 
Source. Workplace Visions. The Labor Shortage. Available at 
http://www.diversity.com; Accessed 10 May 2001; INTERNET 
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The 1964 Civil Rights Act outlawed most blatant forms of racial discrimination in 
employment, education, housing, public accommodation, and voting. The 1964 Act 
banned segregation in public places, such as restaurants, cinemas, retail stores, hotels, 
transportation, and beaches. Title VII of the 1964 Civil Rights Act banned discrimination 
among organizations that employed 25 or more people. Additionally, it outlawed 
discrimination in labor unions and employment agencies. Title VII also called for the 
establishment of the Equal Employment Opportunity Commission (EEOC). The EEOC 
investigates claims of discrimination in the workplace. Additionally, Title VII empowered 
the federal courts to impose affirmative action where appropriate to remedy past 
workforce discrimination (The Encyclopedia of African American Culture and History, 
4th ed., s.v. “affirmative action”). 
On September 28, 1965, in the wake of the Civil Rights Act of 1964, President 
Lyndon B. Johnson’s Executive Order 11246 launched affirmative action as the 
cornerstone of national employment policy and race relations. The goal was aimed at the 
full realization of equal employment opportunity. Like President Kennedy’s earlier order, 
Executive Order 11246 required that firms conducting business with the federal 
government implement affirmative action to ensure that applicants were employed and that 
employees were treated in the workplace without regard to their race, creed, color, or 
national origin. Executive Order 11246 was amended by Executive Order 11375 and 
required that government contractors set in motion goals and timetables for employing 
previously underutilized, qualified minorities. The Labor Department was given the 
responsibility for implementing Executive Order 11246 and its amendments. During this 
19 
This pattern demonstrates that there is a decline in available white women, but a 
gradual increase in African-American women and Hispanic women available for the 
workforce. 
The United States Department of Labor has indicated a shift in the American 
workforce. Fifty years ago, African Americans, Asian Americans, American Indians and 
Hispanics represented 7.6 percent of the workforce (Workplace Visions 2001). 
According to data collected in the year 2000, these groups now represent 16 percent of 
the workforce (Workplace Visions 2001). Likewise, the Hudson Institute has projected 
that by 2020, minority workers will surpass 30 percent of the total workforce (Workplace 
Visions 2001). Likewise, The Bureau of Labor Statistics has projected that by the year 
2008, white males will constitute only 30 percent of the workforce, while women and 
minorities will constitute 70 percent of the workforce (Workplace Visions 2001). 
Thus, one of the by-products of the overall shift in the workforce is the diversity 
issue and how Corporate America will eventually handle the diversity of its workforce at 
all levels. It appears that for African Americans, the issue is surrounded by racism with all 
of its ramifications. In the twenty-first century, African Americans take issues of the color 
line to Corporate America where those issues remain largely unresolved. Problems for 
African Americans in the latter portion of the twentieth century include confrontations 
with racist language, epithets, symbols from the past, in addition to the inability to 
penetrate Corporate America’s glass ceiling. Hence, the experiences of African Americans 
in the workplace have seen minor advances since the implementation of the Civil Rights 
Acts of the 60s and 70s. 
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Allegations of racial discrimination comprise the highest percentage of charges 
filed annually with the Equal Employment Opportunity Commission (EEOC) - making up 
34 percent of all charge receipts in Fiscal Year 1995 and subsequent years (United States 
Equal Employment Opportunity Commission 1999). “African-American men and women 
accounted for 86 percent of the more than 30,000 race-based discrimination charges filed 
with the EEOC in FY 1995, a trend that has held steady for the past decade (United States 
Equal Employment Opportunity Commission 1999).” For African Americans, these 
experiences focus on the implementation of wage-based discrimination under the Equal 
Pay Act and Title VII of the Civil Rights Act of 1964. These acts prohibit employment 
discrimination based on race, color, religion, sex, or national origin (United States Equal 
Employment Opportunity Commission 1999). 
Flence, in spite of the diversity and advances made in the middle management 
positions, African Americans still face unusual and unexpected difficulties in the 
workplace. Minorities with MBAs have found themselves in high demand, and according 
to the Consortium for Study in Management, 86 percent of top employers surveyed 
indicated an intention to hire more minorities with MBAs. While some companies have 
made intentional efforts to handle diversity in the workplace, others have not addressed 
the issue. 
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John J. Gabarro in an interview with Adversity.net stated that a minority MBA 
preparing to enter Corporate America needs to pay attention to: observing the racial 
composition of the company under consideration, and raising the issue of minority 
representation in the company, as well as the department in which one might be working. 
Gabarro further comments, “minorities with MBAs are part of the “war for talent” and are 
part of the pool, and companies are committed to hiring and retaining - not just because 
it’s the right thing to do, but because it’s a competitive priority .... Prejudice is not 
profitable (Gabarro 2001).” In spite of Corporate America’s needs, David Thomas and 
John Gabarro write, “Ninety-five percent of all executive level positions in the United 
States are filled by non-female, non-minority individuals.” This statistic demonstrates that 
the road to success at America’s corporations takes different turns for minorities than it 
does for “standard white males” (Gabarro 2001). 
Gabarro further comments that: 
Reaching the executive level is a function of the individual’s ability to 
build a foundation of competence, credibility, and confidence by the end 
of an early career. . . . The organizational context can enhance one’s 
ability to mobilize these resources in response to the generic challenges 
of career advancement and those particular to race. Where the 
environment is unsupportive of diversity, through benign neglect or 
overt hostility, it is possible that no amount of individual effort can 
overcome the business (Gabarro 2001). 
African Americans’ Present Status in the Job Force 
Despite the changes made by government, few African Americans have moved 
beyond the middle management ranks. The United States Government record shows a 
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racial imbalance in senior level jobs. African Americans are better represented in 
government than they were 25 years ago, but the top jobs are reserved for the white elite. 
African Americans, who make up 12.8 percent of the United States population, now 
account for 16.9 percent of federal agency executive branch members (Newman 2000). 
Furthermore, the vast majority of senior government jobs, 87.1 percent, are made up of 
whites, while African Americans account for 6.9 percent of these same jobs (Newman 
2000). African Americans have selected to combat these obvious discrepancies in the 
workplace. The Civil Rights Acts of 1991 permits employees to bring charges of racism 
against employers. Damages by law are limited to $300,000 per person (Newman 2000). 
In August of 2000, 250 African-American Secret Service agents filed a class action 
lawsuit in federal court alleging they had been discriminated against. The papers released 
by attorneys for 10 African-American Secret Service agents, included charges that white 
Secret Service agents participated in racist gatherings in the 1980s and 1990s known as 
“Good Old Boys Round Up,” where signs with racial slurs were dispersed and where a 
simulation of the lynching of an African-American person took place (Newman 2000). 
Kennedy Banner, a Secret Service agent who is currently retired, said he endured 
racist taunting most of his career. He contended in court that two Nigerian postage 
stamps were left on his desk with a note stating, “Go back to Africa.” Additionally, the 
court papers alleged that an African-American agent who was married to a white woman 
found that someone had taped monkey faces over pictures of his children (Newman 2000). 
Much of the case focused on the treatment of the lead plaintiff, Reginald Moore. 
Moore is a 16-year veteran of the Secret Service. According to the court papers, Moore 
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consistently ranks high on promotion lists, has supervised several presidential protection 
details and was entrusted as the lead advance agent on five foreign trips. These trips 
included the funeral of King Hussein of Jordan, organized on 35 hours notice and included 
protecting three former presidents, several senators, and congressmen. Last October, 
Moore was transferred to Dallas against his wishes following the EEOC complaint 
(Gannette News Service 2000). 
The suit alleged that Moore had a 98.5 ranking out of a possible 100 on the 
agency’s qualification scoring system. Between February and August 2000, he applied for 
41 promotions and was denied all of them, despite ranking 42nd and best qualified out of 
373 eligible agents. Of the eligible agents, 145 were promoted. 
Some high profile corporate lawsuits that have been newsworthy over the past few 
years involve Circuit City, Texaco, Incorporated, Cracker Barrel Old Country Store, 
Waffle House, Lockheed Martin Corporation and Coca-Cola Company. In Richmond, 
Virginia, a jury awarded $272,000 to two African-American Circuit City employees who 
alleged they were passed over for promotions because of their race. However, a Federal 
appeals court reduced the compensatory damages to $12,500 per person, but ordered that 
the plaintiffs must be promoted (Newman 2000). 
In 1994, two African-American employees accused Texaco, Incorporated, of racial 
discrimination. Texaco, Incorporated, fought the lawsuit. The litigants were later joined 
by hundreds of other African-American employees. This group action eventually evolved 
into a class-action lawsuit. It was not until the discovery of a meeting secretly taped by a 
senior executive in which racial slurs were used that the suit came to a head. Following 
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threats of a nationwide boycott, Texaco, Incorporated, Chairman Peter Bijur agreed to 
pay the plaintiffs $176.1 million as well as an 11 percent salary increase to African- 
American employees who were part of the class-action suit. Consequently, Texaco, 
Incorporated announced plans to implement strong diversity programs within the company 
and increase its relationship with African-American businesses (Aitcheson 1997, 109). 
Since the settlement, Texaco, Incorporated, has made some improvements. 
Texaco, Incorporated, met its diversity workplace goals in 1999. Minority employment 
expanded from 21.1 percent to 22.4 percent (Unger 2000). Female employees moved 
slightly from 26 percent to 26.6 percent (Unger 2000). People of color and women 
accounted for 67 percent of new employees, while white men accounted for 32.3 percent 
of new employees (Unger 2000). Additionally, Texaco, Incorporated, says that it has 
increased diversity within its executive ranks and among promoted workers (Unger 2000). 
Texaco, Incorporated, says that promotion procedures were also improved. The 
fairness and competitiveness of its hiring and promotions were improved through 
professionally developed job competencies that are systematically used to assess new and 




TEXACO, INCORPORATED, SETTLEMENT, 2000 
Dispersion of Settlement Action Plan 
$115 million Involved 1400 - 1500 minority employees 
$ 20 million Salaries to aggrieved minority employees 
$ 35 million Diversity/sensitivity training — new corporate requirement 
for employees 
Total Settlement: 
$176 million Creation of an Equality and Fairness Task Force 
Source. Adversity.net, The Making of Minority Executives in Corporate America, 
Available at http://www.adversity.net; Accessed 10 May 2001; INTERNET. 
The formal Texaco, Incorporated, ‘diversity’ plan included the following race-based goals: 
• Raising the number of African Americans on the payroll to 13 percent, up from 9 
percent, by 2000. In all, minorities would make up 29 percent of the company, up 
from 23 percent. 
• Raising by more than 25 percent the number of managers who are African- 
American or female. The number of African-American managers would increase 
to 6.6 percent from 4 percent. 
• Using higher pay to reward managers who do better “in creating openness and 
inclusion in the workplace.” 
• Imposing new “behavior standards” for managers. 
• Including women and minorities on every company Human Resource Committee. 
• Increasing purchases from minority and female-owned businesses from $135 
million to about $200 million. 
• Increasing dealings with banks and investment firms that are minority or women- 
owned from $32 million to $200 million 
Source: (Gabarro, John. The Making of Minority Executives in Corporate 
America, Adversity .Net. Available at http://adversity.net; Accessed 10 
May 2001; INTERNET. 
In April 1999, a group of African-American employees filed a lawsuit against 
Coca-Cola Company alleging racial discrimination. The complaint stated that few 
African-American managers reach the highest salary levels and overall African 
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Americans tended to be confined to divisions such as human resources and corporate 
affairs, which lack the advancement potential of white-dominated divisions such as 
marketing or finance (Associated Press 1999). The suit also claimed African 
Americans tended to receive the worst performance evaluations and are terminated at 
a higher rate that whites. 
In November 2000, Coca-Cola Company agreed to settle the class-action 
lawsuit for an estimated cost of $192.5 million dollars. The final decision was reached 
in May 2000. This is a record for these types of cases. One hundred thirteen million 
dollars of the cash settlement included an average payment of $40,000 (including cash 
and stock options) apiece for 2,200 salaried African-American employees (both 
employed and unemployed) in the class action suit (Unger 2000). Additionally, it 
included a maximum payment of about $300,000 to each of four plaintiffs (Unger 
2000). Furthermore, $20.6 million was awarded to the team of plaintiffs’ attorneys 
(Unger 2000). The remaining money $43.5 million dollars, will be used to eliminate 
pay disparities between African-American and white employees in comparable 
positions after comprehensive studies are done (Unger 2000). It is estimated that $36 
million will be used to establish employment practices that foster diversity in pay 
promotions and performance (Unger 2000). Table 7 outlines the actual costs of the 
2000 Coca-Cola Company settlement evaluations. 
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TABLE 7 
ACTUAL TOTAL COSTS OF THE COCA-COLA COMPANY 
SETTLEMENT, 2000 
Settlement Dispersion Action Plan 
$192,500,000 “Official” settlement (punitive and compensatory, 
even though the case was never tried in a court of law). 
$5,000,000 United Negro College Fund (national effort) 
$1,200,000 United Negro College Fund (Atlanta Coca-Cola 
Company bottler) 
$1,500,000 Diversity Leadership Academy (Atlanta) 
$60,000,000 Minority Suppliers and Contractors 
$ unknown Minority Suppliers and Contractors Mentoring Program 
$50,000,000 Minority “Partners Ventures” in selected 
minority communities 
$115,000,000 Coca-Cola Company pension funds to be managed 
by financial firms which are not owned by white males 
$50,000,000 Miscellaneous minority activism and minority nonprofits 
$472,200,000 Grand Total Coca-Cola Company Settlement 
Source: Gabarro, John. The Making of Minority Executives in Corporate 
America. Adversity.Net. Available at http://www.adversity.net; Accessed 10 May 
2001; INTERNET. 
On July 30, 1999, 12 former Cracker Barrel Old Country Store employees filed a 
lawsuit accusing the company of racial discrimination. The complaint alleged instances of 
African Americans segregated into classifications and compensation levels traditionally 
occupied by African Americans. In these instances, African Americans were consistently 
denied promotion opportunities, paid less than white peers, scheduled to work a 
disproportionate amount of undesirable shifts, and subject to racist comments and 
behavior by white supervisors (Battaglia 1999). 
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In July 2000, Georgia Power Company was sued by three employees claiming that 
the utility company fostered a “pattern of discriminating against African Americans” who 
worked there and that it shows “reckless indifferences” to a racially hostile workplace 
(Suggs 2000). The class action suit represents all 2,100 African-American employees 
claiming that African-American employees are paid less and the company maintained a 
“glass ceiling” that discriminated against them for promotions (Suggs 2000). The three 
plaintiffs were Cornelius Cooper, a 28-year company veteran now working as a linemen in 
Atlanta; Michael Edwards, a 13-year veteran who is a lineman; and Sarah Jean Harris, a 
21-year veteran who is a senior region support representative in the engineering and 
operations department (Suggs 2000). 
African Americans also reported the following racial incidents which made Georgia 
Power Company a hostile work environment: (1) the display of a hangman’s noose in a 
heavily traveled area and (2) being called [by a racial epithet] or being told in essence that 
“blacks are too dumb to be managers (Suggs 2000).” Furthermore, Cornelius Cooper 
reported having his genital area spray-painted by white employees (Hunter 2001). Mr. 
Cooper stated that he was stripped and spray-painted at least 20 times - “a coarse 
initiation tradition inflicted on a new linemen (practice administered to all new linemen 
well into the 1980s) that he believes some whites used to repeatedly harass African 
Americans (Hunter 2001).” This latter allegation is not included in the lawsuit although 
the events have been recorded in depositions for the case. 
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The suit claims Cooper and Edwards have been denied promotions because of 
their race. The suit also alleges that Harris, the only African American in her department, 
unfairly received lower performance evaluation scores than her white counterparts and, as 
a result, lower compensation. Table 8 outlines the workforce breakdown for white 
employees as compared to African-American employees in 2000. 
TABLE 8 
GEORGIA POWER COMPANY WORKFORCE, 2000 
White Employees African-American Employees 
8,632 employees 1,793 employees 
272 foremen 15 foremen 
1,030 managers/ supervisors 97 managers/ supervisors 
21 executives (vice-presidents 3 executives (vice-presidents 
or higher) or higher) 
Source: Suggs, Ernie. “Alleged Discrimination Reported at Georgia Power and 
Lockheed Martin,” The Atlanta Constitution, July 28, 2000, Sec. 1A, p.l 
A third major Georgia company involved in class action suits alleging racial 
discrimination is Lockheed Martin Corporation. The International Association of 
Machinists and Aerospace Workers and the Local Lodge No. 709 were also involved. 
Two suits were filed. One suit was filed by four African-American salaried workers and 
one by seven hourly workers and former employees of the Marietta Lockheed Martin 
plant. The employees claim that Lockheed Martin discriminated in “promotions, raises 
and training; retaliated against workers for making complaints about discrimination and 
created a hostile work environment (Suggs 2000).” Lockheed Martin has denied the 
claims. 
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However, not all racial incidents end in lawsuits. Other African Americans 
working in Corporate America have reported the following conditions: 
• A staggering 45% of minority executives - (senior personnel) - say they have been 
the target of a racial or cultural jokes at work, according to a study by search firm 
Kom/Ferry International and Columbus Business School. 
• Some 44% of executives in the Kom/Ferry survey say they have had to stifle anger 
to avoid being seen as having a chip on their shoulder. 
• Nearly 60% of them say they have observed a double standard in the delegation of 
assignments. 
• Minority employees get left out of high-profile projects, so they cannot exhibit 
skills needed to earn promotions. They start at lower base salary, and fall a little 
further behind with each pay raise. 
Source: Branch, Shelly. “Fifty Best Corporations for African Americans.” Available 
at http://www.fortune.com Accessed 5 July 2000; INTERNET. 
The shifts in the workforce by population groupings and the dismantling of 
Affirmative Action programs have created a new agenda for Corporate America and new 
entrants in the workplace. For the newcomers entering into the workforce, the 
perceptions of the workplace have shifted - as more lawsuits are being pursued by African 
Americans claiming discrimination in the workplace and pursuing equal pay and job 
promotion parity. 
In conclusion, African Americans in Corporate America, while making progress in 
middle-management positions, are confronted with racism and find it necessary to seek 
legal compensation through litigation for racial disparities. To resolve or address racial 
issues, many lawsuits have been pursued using the Civil Rights Act of 1991. 
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The Civil Rights Act of 1991 amended the Civil Rights Act of 1964 to improve 
Federal civil rights laws by awarding damages to victims of discrimination. In spite of the 
lawsuits dealing with racial issues, Fortune Magazine provided in July 2000 its third 
annual list of best companies for minorities. 
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TABLE 9 
FIFTY BEST CORPORATIONS FOR AFRICAN AMERICANS 
2000 Rank Company Revenues S millions 
1 Advantica 1.735 
2 Levi Strauss & Co. 6,000 
3 Fannie Mae 36,969 
4 Sempra Energy 5,435 
5 Dole Food 5,061 
6 Union Bank of California 2,749 
7 Public Service Co. of New Mexico 1,158 
8 Avis Rent A Car 3,333 
9 U.S. Postal Service 62,726 
10 SBC Communications 49,489 
11 Xerox 19,228 
12 Applied Materials 4,859 
13 Hyatt 3,400 
14 Southern California Edison 9,670 
15 McDonald’s 13,259 
16 S.C. Johnson & Sons 4,200 
17 Bank of America Corp. 51,392 
18 Chase Manhattan Corp. 33,710 
19 US West 13,182 
20 Avon Products 5,289 
21 BellSouth 25,224 
22 Washington Mutual 13,571 
23 Consolidated Edison 7,491 
24 PepsiCo 20,367 
25 Lucent Technologies 38,303 
26 New York Times 3,131 
27 FedEx 16,774 
28 Darden Restaurants 3,458 
29 UAL 18.027 
30 Ford Motor 162,558 
31 United Parcel Service 27,052 
32 Allstate 26,959 
33 E.I. du Pont de Nemours 27,892 
34 Bell Atlantic 33,174 
35 Pitney Bowes 4,548 
36 Shoney's 999 
37 Marriott International 8,739 
38 Abbott Laboratories 13,178 
39 Silicon Graphics 2,749 
40 Eli Lilly 10,003 
41 Hilton Hotels 2,150 
42 DTE Energy 4,728 
43 Sun Microsystems 11,726 
44 Schering-Plough 9,176 
45 PG&E Corp. 20,820 
46 Cummins Engine 6,639 
47 TIAA-CREF 39,410 
48 Colgate-Palmolive 9,118 
49 J.P. Morgan & Co. 18,110 
50 Shell Oil 18,438 
Source. Branch, Shelly. “Fifty Best Corporations for African Americans.” Available at 
http://www.fortune.com; Accessed 5 July 2000; INTERNET. 
CHAPTER 3 
LITERATURE REVIEW 
Most of the literature concerning African Americans is primarily linked to the issue 
of diversity. The basic concept of diversity is based on the premise that the workforce 
consists of a diverse population of people. In this report, the diversity includes visible and 
nonvisible differences such as: sex, age, background, race, disability, personality and 
work-style. Efforts to promote diversity in the workplace are based on the premise that 
harnessing these differences will create a productive environment in which everybody feels 
valued and fully utilized while meeting organizational goals. 
In their article, “Workplace Diversity and the Glass Ceiling: Practices, Barriers, 
Possibilities,” coauthors Carol T. Schreiber, Karl F. Price, and Ann Morrison provided an 
overview of labor demographics related to the changes in the United States workforce as 
early as the 1970s. It was expected that such labor demographic shifts would modify 
domestic employment patterns in the coming decades. When the mid-1980s arrived, 
demographers, noting that anticipated workforce changes had occurred, predicted further 
acceleration of the trend by the milestone year 2000. Meanwhile, it was anticipated that 
the workforce for previously underrepresented groups in the labor force in the year 2000, 
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would increase to 47 percent: African Americans to 12 percent, Hispanics to 10 percent 
and Asians to four percent (Schreiber, Price, and Morrison 1993, 51). These projections 
were based on trends already apparent in labor force participation rates (Schreiber, Price, 
and Morrison 1993, 51). 
Schreiber, Price, and Morrison state that these changes in the workforce 
demographic projections for the year 2000 were broadly disseminated to corporations and 
discussed via the Hudson Institute’s report, Workforce 2000. In 1987, the changing 
workforce participation rates noted in the 1970s had already altered the makeup of the 
United States workforce, and the workforce was hosting new heterogeneity in employees. 
The new heterogeneity soon gained the label “diversity,” which, as aforementioned, refers 
to gender, race, and ethnic differences between the predominately white male workforce 
and employees previously underrepresented in the United States labor force. Effectively 
managing this new diversity posed challenges for the workforce (Schreiber, Price, and 
Morrision 1993, 53). 
Perspectives in Diversity 
In their article, “Strategies for Managing Human Resource Diversity: From 
Resistance to Learning,” Parshotam Dass and Barbara Parker provide strategic responses 
toward diversity in a framework of proactive, accommodative, defensive, and reactive 
modes. The article describes four diversity perspectives and strategic responses: (1) 
Resistance Perspective Reactive Strategic Response, (2) Discrimination and Defensive 
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Response, (3) Workforce and Legitimacy Perspective and Accommodative Strategic 
Response, and (4) Learning Perspective and Proactive Approach. 
Resistance Perspective and Reactive Strategic Response 
Resistance to diversity began during the pre-civil rights movement and the 
postcolonial era in Europe when there were fairly clear lines between racial and ethnic 
groups. As the pressure increased in the 1960s, concerns that people of color might 
displace whites became an important reason to resist diversity. During this time period, 
people of color and women were seen as threats to homogeneality in most business 
organizations (Dass and Parker 1999, 69). 
The dominant responses for the resistance perspectives are associated with denial 
avoidance, defiance, or manipulation. For example: although it was traditional for male 
agents and their regional managers to hire male relatives, State Farm Insurance Company 
avoided change and denied any alleged effects in the nine-year gender bias suit that the 
company eventually lost (Dass and Parker 1999, 69). 
Demands for organizational change can be deflected by defiant assertions that 
changes are inefficient or not acceptable to shareholders because they increase costs and 
reduce profits. When Shoney’s former Corporate Executive Officer, J. Mitchell Boyd, 
organized sensitivity sessions for 60 top managers, the Board of Directors fought the 
sessions on the basis of cost. Shoney’s, Incorporated, under court order to hire more 
people of color and women, used manipulation tactics when it counted the same person 
three times in the same compliance report because one of her parents was African 
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American, the other was Asian, and she was female. These responses may be found in 
monolithic organizations where bias in human resources and other systems are ubiquitous 
(Dass and Parker 1999, 69). 
Discrimination and Fairness Perspective and Defensive Response 
The discrimination and fairness paradigm is adopted in the majority of United 
States organizations facing moderate pressures to incorporate diversity into their human 
resources activities. This perspective assumes that discrimination has kept members of 
certain groups out of organizations. This perspective is based on legal decisions, 
particularly on affirmative action policies and equal employment opportunity legislation 
(Dass and Parker 1999, 70). 
The discrimination and fairness perspective looks at diversity as an organizational 
problem. The perspective focuses on members of historically disadvantaged groups more 
than on individuals or the organization as a whole. Employers may be encouraged to look 
at people of different color, gender, or national origin as equal and, thus, be pressured to 
make sure that differences among them do not matter (Dass and Parker 1999, 70). 
This color-blind view gives rise to the defensive strategic response that includes 
such tactics as negotiating with, balancing, and pacifying different interest groups. 
Organizations may seek to pacify a group by selecting the director of affirmative action 
from that same group. Similarly, many colleges and universities advertise their positions 
in minority publications, and many businesses include minority and female vendors among 
their suppliers. In practice, these actions may improve equity and fairness, providing 
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economic resources as well as role models for members of minority groups. These actions 
can also have negative effects if there is confusion about the definition of diversity or what 
legal compliance is. When organizational leaders allow or encourage employees to view 
affirmative action as a barrier to their own advancement, the consequence may be 
defensive employees who feel the leaders are unfair to them in order to be more fair to 
others (Dass and Parker 1999, 70). 
Similarly, enforcing quotas can create a backlash if unqualified people are hired by 
organizations. Another challenge occurs when surface level forms of diversity are 
mistaken for serious, deep level diversity. For example, the seat of Thurgood Marshall, 
the first African-American United States of America Supreme Court judge, was filled by 
Clarence Thomas, an African American. Many felt Thomas identified more with 
Caucasians than with other African Americans (Dass and Parker 1999, 70). 
Workforce and Legitimacy Perspective and Accommodative Strategic Response 
The Workforce 2000 study encouraged diversity among corporate managers. For 
example, 44 percent of managers in thirty-four multinational firms believed that the most 
compelling reason to implement diversity programs was to tap diverse markets and 
consumers (Dass and Parker 1999, 71). Companies operating from this perspective tend 
to emphasize bottom line reasons for incorporating diversity. Bottom line objectives can 
include cost reductions, reduced turnovers, enhanced profitability resulting from improved 
morale or team spirit, or better market value (Dass and Parker 1999, 71). 
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The access and legitimacy perspective is likely to be associated with an 
accommodative strategic response. Rather than tolerate diversity until people can be 
assimilated, this perspective promotes widespread diversity in the workplace. 
Organizations with an accommodative response are likely to demonstrate a higher level of 
heterogeneity and inclusion than those with a defensive response. Their perspective is 
often guided by demographic changes around them. For example, Tyson Foods hired 
hundreds of Mexican immigrants in their poultry processing plants because of labor 
market shortages, presumably caused by low wage rates in the industry. Similarly, long 
distance telephone companies in the United States often choose sales representatives from 
immigrant groups because they may attract immigrant customers (Dass and Parker 1999, 
71). 
Learning Perspective and Proactive Strategic Approach 
Three characteristics define the learning perspective from other perspectives on 
diversity: a) it sees similarities and differences as dual aspects of workforce diversity; b) it 
seeks multiple objectives from diversity, including efficiency, innovation customer 
satisfaction, employee development, and social responsibility; and c) it looks at diversity as 
having long term as well as short term ramifications (Dass and Parker 1999, 72). 
The learning perspective encourages legal compliance and training, in addition to 
actively seeking participation in finding better, faster, or more efficient ways of compliance 
beyond those legally mandated. Learning motivations might also include a desire to gain 
access to employers and new customer groups, with the idea of learning from the different 
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perspectives of employees. The focus of the learning perspective is on identifying 
important similarities and differences, and managing them over time. This perspective 
places emphasis on multiculturalism. For example, EBM, Incorporated’s slogan is “none 
of us is as strong as all of us” (Dass and Parker 1999, 72). 
The learning perspective is primarily concerned with strategic initiatives. 
Organizations that take this perspective often serve as the forerunners of diversity policies. 
These policies are designed to bring about heterogeneity and diversity, and to address the 
core issues of race, ethnicity, and gender along with other similarities and differences 
important to the organization. This approach generates a sense of similarity among 
cultural, functional, and hierarchical groups accustomed to differences and proves 
essential for identifying options when downsizing and diversity clash. For example, 
American Telephone and Telegraph Company believed downsizing would cut back on 
diversity, thus they instituted a new leave policy that enabled employees to travel or study. 
As openings occurred, these employees returned to American Telephone and Telegraph 
Company, restoring diversity and bringing enhanced knowledge and expertise (Dass and 
Parker 1999, 72). 
Furthermore, Dass and Parker outline three approaches to implement diversity 
initiatives. The approaches are the episodic approach, the freestanding approach, and the 
systematic approach. 
The episodic approach is dominant when there are few pressures for diversity and 
managers view diversity as a marginal issue. The diversity initiatives of these managers 
tend to be isolated, disjointed, and separate from the organization’s core activities. They 
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make it difficult to identify, understand, or connect with a variety of diversity issues and 
pressures. For example, Denny’s Restaurant leaders ignored racial problems in stores on 
the United States west coast as isolated misunderstandings rather than signals of a 
widespread problem. Organizations may also use the episodic approach to experiment 
with new ideas. For instance, Goodyear Tire and Rubber Company sent upper-level 
managers to a week seminar on diversity and race relations to learn if that was an effective 
way for them to improve managerial understanding of diversity. When used as an 
experiment, the episodic approach results in few changes in organizational policies and 
practices. 
On the other hand, executives who experience pressure to develop and use 
diversity plans and who view diversity as a strategic issue are more likely to use a 
systematic approach to diversity. While a systematic approach is expected to be 
comprehensive, it also involves simplicity and flexibility. When an audit showed units 
were defining diversity in different ways, GTE Corporation responded by asking a multi¬ 
unit group to create a definition broad enough to apply to the whole, but flexible enough 
to allow room for unit adaptation. Deep systematic change takes time, and creates 
challenges when diversity pressures call for immediate or demonstrable change. 
R.R. Donnelly Corporation uses the freestanding approach. This company 
sponsors an exchange program whereby counterparts in two nations swap positions for 
several weeks to learn about each other’s countries and customs. When such programs 
are independent of each other and core activities, the business can easily add or drop them 
as circumstances change (Dass and Parker 1999, 73). 
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The episodic approach creates a plethora of unrelated problems, and generates 
more sanctions than rewards. If multiple freestanding programs and projects are 
introduced serially, diversity may be viewed as serving as a political expediency more than 
organization goals. Some of these challenges may be avoided if it is clear that individual 
freestanding programs are consistent with the diversity plans of an organization. The 
episodic approach involves linking initiatives with other existing systems and core 
activities of an organization. Responsibilities for monitoring and managing diversity are 
typically assigned to line organizational positions and are coupled with rewards and with 
sanctions (Dass and Parker 1999, 73). 
The HRMagazine laid out the characteristics of a sound diversity plan in its June 
1996 issue. According to the article “The Characteristics of Good a Diversity Plan,” 
companies must go beyond setting goals. They must advocate a plan that enables 
managers to achieve corporate objectives. 
First, the article discusses the value of an appropriate trade-off between increasing 
diversity and maintaining a qualified workforce. According to the article, whether it is 
because of past discrimination or for other reasons, qualified minorities and women may 
not be available to fill every job in proportion to their representation in the overall 
population. The article states that companies can adopt diversity goals that mirror the 
availability of minorities and women with the same qualifications as the existing workforce 
(.HRMagazine 1996, 130). 
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Secondly, the article advocates that a diversity plan must allow Equal Employment 
Opportunity (EEO) managers to identify parts of the company where diversity could be 
increased. A good plan should provide information on the availability and hiring levels of 
minorities and women by organizational unit or department. The breakdown should be 
sufficiently defined in order that the EEO manager can identify personnel to work with on 
recruitment and promotion. The breakdown should also have enough detail to allow the 
EEO managers to identify specific functions, or small range positions, to increase the 
number of qualified minorities in those positions (HRMagazine 1996, 130). 
Further, the HRMagazine article advocates that a good diversity plan can increase 
legitimization by identifying units within the organization where minorities are significantly 
underrepresented relative to the availability of qualified candidates. In some cases, there 
are reasonable explanations for underrepresentation, while in others, there may be strong 
perceptions of discrimination that the company will want to remedy by increasing diversity 
efforts. In other cases, the underrepresentation may reflect active or passive 
discrimination by managers of a particular department (HRMagazine 1996, 130). 
Coauthors Gail Robinson and Kathleen Dechant discuss the economic aspect of 
diversity in their article “Building a Business Case for Diversity.” The turnover rate 
among women and people of color is significant and costly for many companies. The 
turnover rate for African Americans in the United States workforce is 40 percent higher 
than the rate for whites, and turnover among women is twice as high as for men. The 
added recruiting, staffing, and training costs per person are estimated at $5,000 to 
$10,000 for an hourly worker and between $75,000 to $211,000 for an executive at the 
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$100,000 salary level. It is believed that more diversity initiatives will help alleviate some 
of the above-mentioned problems (Robinson and Dechant 1997, 22). 
Robinson and Dechant revealed that employee perceptions of the workplace are 
related to elements of productivity, which may help to explain the notable level of 
absenteeism among nonwhite men. Further, the article states that there is a positive 
relationship between employees’ perceptions of being valued and how they supported their 
organizations, and their attendance, dedication, and job performance. Employees need to 
feel secure about their status to fully engage themselves at work. Employee security is a 
particular issue for low status members of an organization who cannot become involved 
deeply in their work when organizational values do not fit their own (Robinson and 
Dechant 1997, 24). 
On the other hand, Robinson and Dechant argue that diversity is a powerful 
impetus for business growth. They state that diversity aids business growth by leveraging 
opportunities associated with increased marketplace understanding, greater creativity, 
higher quality team problem solving, improved leadership effectiveness, and better global 
relations (Robinson and Dechant 1997, 24). 
“Managing Diversity: A Senior Management Perspective,” an article by Paul 
Wallace, Charles Ermer, and Diamakatso Motshabi, focuses on the perceptions of hospital 
executives for whom regarding workforce diversity is seen as valuable to their 
organizations. The article reveals that hospital executives in urban and suburban areas 
have a more diverse workforce than rural hospitals. On the whole, executives who 
participated in the study agreed that they had diversified workforces and that managing 
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diversity was important. The findings in this article, however, revealed that hospitals with 
diversity management programs were primarily teaching facilities located in urban areas. 
The proportion of diversity programs were found more among teaching (60 percent) than 
nonteaching hospitals (15 percent) (Wallace, Ermer, and Motshabi 1996, 97). The reason 
for this difference appears to be that more executives in teaching hospitals believe that 
diversity management is vital and that benefits exist if their diverse workforce is properly 
managed. Another finding is that even though hospital executives reported that diversity 
management was important and would benefit their organizations, less than 30 percent had 
diversity programs in effect (Wallace, Ermer, and Motshabi 1996, 97). 
The article “Falling Short” by Tony Case offers demographics on the diversity 
makeup of the newspaper industry. Twenty years ago the American Society of 
Newspaper Editors vowed to aggressively recruit African Americans, Hispanics, Asian 
Americans, and Native Americans. Minority scholarships, intern programs and training 
initiatives were instituted. Human resources representatives traveled to conventions of 
minority journalists and minority job fairs. Editors and publishers took every opportunity 
to extol the importance of “accurately reflecting the community” while touting their 
commitment to the cause (Case 1999, 14). 
Despite these efforts, the newspaper industry fell short. Presently, racial and 
ethnic minorities make up only 11.5 percent of newsroom employees nationwide, 
compared with 28.4 percent of the United States population (Case 1999, 14). The 
American Society for Newspapers was forced to adjust its 2000 goal with the general 
minority population by 2025 (Case 1999, 14). 
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In the article “Are Diversity Programs Benefiting African Americans?” writers 
Shari Caudron and Cassandra Hayes indicate that Corporate America is working to accept 
and utilize its diverse workforce, but it is not working hard or fast enough. While there 
have been numerous cosmetic changes to commit to change within organizations, this 
effort, according to some employees, has amounted to only a few hours of sensitivity 
training. Thus, many African Americans believe that corporations do not have a strong 
commitment to diversity. 
Many African Americans believe that employers are going about the diversity 
challenge the wrong way. While corporations recognize the need to make the workplace 
more accepting of differences, some believe they place too much emphasis on changing 
the attitudes of people in a company versus changing the company culture itself (Caudron 
and Hayes 1997, 121). “How Black Can You Be,” an article which appeared in Essence 
Magazine (March 2000), explored whether African Americans must give up their African- 
American identity in order to become successful in the corporate arena. This notion 
speaks to the issue of dual consciousness that W E B. DuBois wrote about in The Souls of 
Black Folks at the beginning of 20th century. According to DuBois there is a perpetual 
battle inside of African Americans whether to identify with African-American culture or 
embrace white culture. 
In contrast, Edwards suggests African Americans do not struggle with a dual 
consciousness. According to Edwards, African Americans do not consciously decide to 
be African Americans. Furthermore, she believes race is one of the things that defines 
them, but does not limit them. Edwards does not believe that there is a dual or schizoid 
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war raging in the souls of African Americans in Corporate America. Edwards uses the 
example of Sharon Davis, a television news reporter. Davis wears her hair in a natural 
style, but she knows her bosses are more comfortable with female broadcasters having 
straight hair. When Davis is on the air she puts on a straight-haired wig. Edwards says 
that Davis sees the wig only as a prop for television. Davis contends that whites have a 
problem with African Americans being in certain positions. Therefore, the wig is a 
compromise that she and her bosses made (Edwards 2000, 100). 
Edwards concludes, however, that the ultimate challenge in the corporate arena for 
African Americans is to strike a balance between what makes them and whites comfortable 
at the same time (Edwards 2000, 156). 
Despite efforts made by African Americans to make whites feel comfortable, 
African Americans are still being shut out of many opportunities. The article “An 
Exploration into the Efficacy of African American’s Job Referral Networks,” by Sandra 
Smith, states African Americans encounter significant obstacles during the job search 
process because they lack contacts to link them to jobs. For example, in Chicago’s low 
and extreme poverty area, residents were less likely to have a high school diploma. 
Furthermore, since these residents were on public assistance, they were unemployed 
people. Therefore, job referral networks of poor African Americans lack efficacy because 
they lack employment ties (Smith 1999, 39). 
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In addition to having less employment ties from which to receive job information, 
African Americans may also suffer from the lack of contacts who can supply references 
necessary for employment. Given the low status and low wages of many African 
Americans, they may be unwilling to inform other African Americans in their network of 
job opportunities because they are either too ashamed of their job, or they assume that 
others may not want employment in low status situations. One may infer that African 
Americans have themselves to blame for the above; however, the miseducation African 
Americans have received may exist as only one component of a general lack of intra¬ 
personal development and positive self-concepts (Smith 1999, 39). 
Despite holding many low-wage occupations, African-American women have 
made some marginal progress. “Black Women in the Labor Force” by Angela James 
provides some insight into the impact African-American women have had in the 
workplace. African-American women have long been part of the active labor force. For a 
number of years their presence has been limited to a narrow set of occupations. For 
example, African-American women are no longer overrepresented in the domestic 
housekeeper occupations. 
African-American women have benefited from the expansion of professional 
service occupations. The increasing proportion of African-American women with high 
levels of education has allowed many of them to take advantage of growing labor market 
opportunities in the service sector. On the national level, the percentage of African- 
American women in professional occupations doubled between 1960 and 1980 (James 
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1999, 10). However, the gains experienced by African-American women are only 
dramatic because of their exclusion from certain occupational sectors in the past. 
Despite the above gains, many African-American women remain employed within 
families and communities. Manufacturing jobs have moved as a result of the de¬ 
industrialization of many urban areas, and have negatively affected African-American men 
and African-American families (James 1999, 13). Consequently, one may rationalize that 
African-American women are still impoverished because his/her spouse may not be 
employed, or worse, they may not have a spouse, and, thus, have the responsibility of 
taking care of an entire family. 
Available literature indicates that many African-American women, and men alike, 
have become disillusioned and angered within the workplace. The anger stems from many 
African Americans feeling that they are not being offered the same promotional 
opportunities as their white counterparts. As a result, African Americans may feel that 
they are not making a significant contribution to the organization. 
Ellis Cose in The Rage of a Privileged Class reveals that despite much prosperity, 
the African-American middle class is in excruciating pain. This distress, according to 
Cose, is a serious American problem. For many African Americans, there is the breaking 
of the American covenant which states that if one works hard, gets a good education, and 
plays by the rules, one will be allowed to advance to the limits of their ability. Cose 
reveals that a full generation after the Civil Rights Movement finds that many African- 
American professionals are not satisfied with the employment arena. Their anger and 
dissatisfaction leads to poor physical and mental health. According to “Racial 
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Discrimination, Coping, Life Satisfactions, and Self-Esteem Among African Americans,” 
by Sharon Sparks, racism is life threatening. According to Sparks, racism has been linked 
to several stress related diseases, such as high blood pressure, stroke, and cardiovascular 
disease. Furthermore, the article states that there is an inverse relationship between 
African American’s experiences with racial discrimination and their satisfaction and self¬ 
esteem, thus, making it clear that there is a mind and body connection. Therefore, these 
negative experiences African Americans encounter within the corporate world can 
potentially become internalized and thereby manifest themselves as a physical illness 
(Sparks 2000, 35). 
Race, Gender and Rhetoric, by John P. Fernandez, states that despite all the 
affirmative action and diversity training efforts that Corporate America has undertaken, 
stereotyping remains. Generally speaking, racist people tend to be older, less educated, 
and more traditionally religious. In addition, they tend to have lower self-esteem and 
higher anxiety levels, are more authoritarian, and are more likely to conform to group 
pressure. Fernandez, however, found different results regarding the role that age, 
education, and religion play in discrimination. According to Fernandez, heightened levels 
of stereotyping due to the increased intensity of competition for more limited 
opportunities in the late 1980s and 1990s was apparent. Whatever the reason, it was 
made clear that many younger, educated whites had developed negative stereotypes about 
people of color. 
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Fernandez conducted research in the 1990s with whites. This research consisted 
of an opened-ended survey, which included questions relating to issues of diversity, 
affirmative action, and people of color. Some white professionals responded by stating: 
I have had problems with people of color and nothing gets 
done about it, and I believe it is because of their color. 
They are also getting away with things others cannot, 
white female, occupational 
Some employees of color hide behind their race and give 
their race an unfair perception. 
white male, upper-level manager 
In my heart, I truly feel if employees of color would quit 
whining and do their job, there would not be so much of 
it [discrimination] here as I’ve experienced, 
white female, occupational 
There is a lot of subtle prejudice .... I don’t think 
African Americans are thought of as being the same quality 
or needing to be of the same quality, 
white male, middle-level manager 
The talent pool is small. It’s hard to find a qualified black 
person. 
white male, middle-level manager 
(Fernandez 1999, 42). 
According to Fernandez, openly racist comments were very common in his 
surveys. In the 1990s people became more subtle and sophisticated in expressing their 
biases. For example, people today would say Hispanics are more unqualified for positions 
rather than say Hispanics are lazy. Research has indicated that racism has not changed, 
only the language used to express it. 
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After a careful review of the literature, the researcher found that little 
documentation has been done concerning African Americans’ perceptions of the 
workplace, with the exception of Race Gender and Class written by John P. Fernandez. 
However, his work does not exclusively examine the African-American experience. 
Consequently, this researcher found it important to study and examine the perceptions 
students had formulated based on little or no professional experience. 
CHAPTER 4 
METHODOLOGY AND THEORETICAL FRAMEWORK 
Methodology 
This study is based on a poll conducted by Fortune Magazine and the Joint Center 
for Political and Economic Studies in May 1998. The poll conducted by Fortune 
Magazine and the Joint Center for Political and Economic Studies covered such topics as 
affirmative action, pay equity, promotion, career development, discriminatory lawsuits, 
entrepreneurship, and antidiscrimination laws. 
This study, while not an exact replicate, investigates the major perceptions of 
African-American students enrolled in Clark Atlanta University’s School of Business 
Administration about Corporate America. It was expected that the results would be 
similar to the poll conducted by Fortune Magazine and the Joint Center for Political and 
Economic Studies. 
There are some very important similarities between the poll conducted by the Joint 
Center for Political and Economic Studies and Fortune Magazine and this study. First, 
both the poll and the survey were conducted with African-American participants. 
Secondly, the poll and survey dealt with the participants’ perceptions concerning 
affirmative action, pay equity, equal hiring, career development, discriminatory lawsuits, 
entrepreneurship, and antidiscrimination laws. Thirdly, both the poll and the study 
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attempt to answer why African Americans have these perceptions related to Corporate 
America. 
There are, however, some very important differences between the Joint Center poll 
and this study. The study was done primarily with college students as opposed to African- 
American professionals. Furthermore, the poll was conducted with participants over the 
phone. Participants in this study answered a 12-question survey distributed directly to 
them by the researcher. Additionally, this study provides a historical account of the 
employment of African Americans from slavery to present day status and demonstrates 
how these experiences have shaped African-Americans’ perceptions of Corporate 
America. The poll conducted by Fortune Magazine and The Joint Center for Political and 
Economic Studies provides only the perceptions African-American professionals hold 
toward Corporate America; but, it does not provide a context through which these 
perceptions are analyzed. Finally, this study was modified to fit the student population. 
Therefore, certain questions that appeared on the Fortune Magazine and The Joint Center 
for Political and Economic Studies questionnaire were not included in the questionnaire 
involving students. 
The poll conducted by the Joint Center for Political and Economic Studies and 
Fortune Magazine was partially replicated for a variety of reasons. This study was done 
to see whether students would respond to the questions the same as African-American 
professionals. It was anticipated that if the students responded the same as African- 
American professionals, it would offer officials in the School of Business Administration 
an idea of what the students’ perceptions were concerning Corporate America. This 
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information could help the School of Business Administration create a plan of action to 
facilitate the students’ preparation for entry into Corporate America. 
Sample 
The participants for this study were primarily Clark Atlanta University students 
enrolled in the School of Business Administration. The sample population consisted of 
232 graduate and undergraduate students. One hundred sixty-seven students were 
undergraduates. The undergraduate participants consisted of 61 males and 106 females. 
Sixty-five of the participants were graduate students. The graduate student population 
consisted of 25 males and 40 females. 
African-American professionals also participated in this study. Ten African- 
American professionals who were either employed or formerly employed with private 
firms were interviewed. The purpose for interviewing these subjects was to gain an 
understanding of the students’ perceptions and the perceptions of other African-American 
professionals who were similar to those who participated in the poll by Fortune Magazine 
and The Joint Center for Political and Economic Studies. This group consisted of six men 
and four women. Three were unemployed during the time this study was conducted. 
Two of the ten participants worked for private firms, but are now self-employed. The 
remaining five participants are currently employed with private firms. 
55 
Instrument 
The survey consisted of 12 forced-choice items. In the first section, which were 
questions numbered one through four, the participants were given a choice of five possible 
responses. The choices were: excellent, good, fair, poor or do not know. In questions 
numbered five through eight, the participants were given a choice of five responses. The 
choices were: strongly agree, agree, disagree, strongly disagree, or do not know. 
Questions nine through twelve each had a different set of potential responses. Below is a 
listing of potential responses based on the following numbered questions: 
9. A company is offering you an attractive position with good pay and benefits. You 
discover the company has recently been found guilty of discriminating against 
some of its African-American employees. Would you still join this company? 
(A) yes 
(B) no 
10. If affirmative action programs are eliminated, what are the prospects for hiring 
and the advancement of African Americans in American corporations? 
(A) better 
(B) stay the same 
(C) worse 
(D) do not know 
11. There have been several lawsuits brought against American companies for 
discriminatory practices against African-American employees. Are these 
discriminatory practices increasing, about the same, or decreasing? 
(A) increasing 
(B) about the same 
(C) decreasing 
(D) do not know 
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12. Do you plan to start your own business? (Answer this question only, if you 
own a business ) 
(A) yes 
(B) no 
(C) do not know 
The questionnaire used with students was converted into interview questions for 
African-American professionals. The African-American professionals, however, were not 
forced to give similar responses. Rather, they were asked to elaborate on each one of the 
twelve questions. Part one of the interview asked the participants to respond to eight 
statements. Participants were asked to be specific by citing examples to support their 
position. Part Two of the interview consisted of four questions. Again, participants were 
asked to be specific and to cite examples to support their position. 
Both the survey and interview contained general themes to gauge the perceptions 
of both students and professionals. Two of these themes related to equality in the 
workplace. The third theme related to the nature of discriminatory acts in the workplace. 
Equality 
Students and African-American professionals were asked a series of questions 
(questions 1 to 4) about equality in the workplace. These questions focused on the 
perceived levels of equality in hiring, wages and promotion. 
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Examining Compensatory Measures and Programs 
Questions 5, 6, 8, and 10 attempted to gauge perceptions about compensatory 
measures taken by the government and private firms. Compensatory measures are 
programs and laws that enhance equality in the workplace. These questions focused on 
special training programs designed for African American advancement within 
corporations, enforcement of anti-discrimination laws and affirmative action programs. 
Measuring the Perceived Expansion of Discrimination and Potential Responses 
Questions 9 and 11 were designed to gauge the participants perceived expansion 
of discriminatory acts in the workplace. These questions focused on the perceived status 
of discriminatory lawsuits and the possibility of joining a company known for 
discriminating against African Americans. (See Appendix Two for an example of the 
questionnaire used for this study). 
Procedure 
The primary participants for this study were Clark Atlanta University graduate and 
undergraduate students enrolled in the School of Business Administration. The author 
visited upper level undergraduate and graduate level business courses to elicit participants 
for the study. Students who participated were asked to fill out the questionnaire while in 
class. Additionally, ten African-American professionals who are employed or who were 
employed by private firms were asked the same questions as students with some 
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modifications. The African-American professionals were interviewed in person or over the 
telephone. Interviews were one hour in length. Students completed the survey on the 
average of 17 minutes in their upper-level managerial classes. No follow-up interviews 
were held with graduate or undergraduate students. 
Site of Study 
Clark Atlanta University’s School of Business Administration is committed to 
three main ideals. First, it seeks to provide equality undergraduate and graduate business 
education to a predominately African-American population. Secondly, the School of 
Business Administration is committed to the development of world citizens who search for 
solutions to the problems of racism, sexism, age discrimination, economic deprivation and 
other forms of oppression. Students are encouraged to incorporate compassion for these 
issues into their business decisions. Thirdly, the School of Business Administration is 
committed to the continuous improvement of its historic teaching and service tradition 
with emphasis on intellectual contribution {Clark Atlanta University 1995a, 342). 
The School of Business Administration has provided an avenue for establishing 
and cultivating relationships between Clark Atlanta University and corporations that 
recruit for talent at the school. This program is known as the Corporate Associates 
Program. Ideally, this program is designed to give students exposure to specific 
companies and career opportunities. Simultaneously, through this relationship the 
corporate partners acquire knowledge about the student population, thereby, identifying 
students that are compatible with their needs and corporate environments. Some of the 
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corporations that participate in the Corporate Associates Program are: American Airlines, 
American Express, Anderson Consulting, BellSouth, Ford Motor Company, Nabisco 
Foods, Charles Schwab, Showtime Network and Xerox Corporation. These corporations 
often serve as internship sites for both undergraduate and graduate students (Clark 
Atlanta University 2000a, 29). 
The School of Business Administration provides both undergraduate and graduate 
degree programs. The undergraduate program provides a Bachelor of Arts degree in 
Business Administration and Accounting. Business Administration students take a broad 
section of courses before taking specialized courses in their junior and senior years. The 
following are areas of concentration: accounting, finance, international business, 
management and marketing. Students pursuing an undergraduate degree in accounting 
obtain theoretical and practical knowledge of accounting fundamentals through structured 
study in accounting, auditing, information systems and taxation (Clark Atlanta University 
2000a, 12). 
The Clark Atlanta University School of Business Administration has a dual-degree 
program. Undergraduate students can receive a Bachelor of Arts and Master of Arts 
degree in Accounting. This dual-degree program is designed for students who want to 
acquire the 150-semester hour requirement in five years, while at the same time earning 
the bachelor’s and master’s degrees (Clark Atlanta University 2000a, 12). 
The Master of Business Administration program is a two-year track that grooms 
students for a variety of career options. Students may select from four areas of 
concentration. The areas of concentration are Accounting, Decision Sciences/Information 
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Systems, Finance, or Marketing. The Master of Business Administration core curriculum 
includes course work in organization and management, decision and information analysis, 
accounting, economics, marketing, and finance. The students have six elective 
requirements (Clark Atlanta University 2000a, 13). 
The Master of Arts in Accounting program is designed for students who have 
completed a bachelor’s degree in accounting. Students are groomed for careers in public 
accounting, corporate accounting, or general business. The Master of Arts in Accounting 
core curriculum includes accounting theory and practice, international accounting, cost 
management systems, fund accounting and advanced auditing. In addition, students take 
four elective courses (Clark Atlanta University 2000a, 29). 
Clark Atlanta University’s School of Business Administration is largely female. 
The undergraduate program consists of 70 percent females and 30 percent males whose 
ages span from 18 to 21 (Patterson 2000). The graduate programs consist of 60 percent 
females and 40 percent males. Additionally, the population is 90 percent African 
American and the remaining 10 percent are international students (Clark Atlanta 
University 1999). The graduate students have worked on the average of three years 




The theoretical framework used to guide this research was designed by Neely 
Fuller. Neely Fuller is the author of The United Independent Compensatory 
Code/System/Concept: a Textbook/Workbook for Thought, Speech and/or Action for 
Victims of Racism (White Supremacy). Fuller produced this book so that it could be used 
as a basic guide for individual nonwhite persons who are the victims of white supremacy 
and who wish to think, speak, and/or act to eliminate racism. According to Fuller, white 
supremacy is the direct or indirect subjugation of all nonwhite people by white people for 
the purpose of pleasing and/or serving any or all white persons in all places, in all areas of 
activity. The areas of activity are economics, education, entertainment, labor, law, 
politics, sex and war (Fuller 1972, 330). 
Economics 
Fuller implies that within the white supremacy system, economics has been limited 
to acquiring, saving and/or spending money. Fuller contends that money is a tool of 
economics. According to Fuller, economics is the correct distribution of and/or balance 
between all animals, persons, places, plants and things. Fuller further states that 
economics is the sum total of all thought and/or action used to produce maximum 
efficiency in revealing truth and promoting the establishment of justice (Fuller 1972, 58). 
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Education 
Fuller espouses that under white supremacy nearly all of the knowledge that 
nonwhites have while existing among or in contact with white people, has been presented 
to them by white supremacists for the purpose of serving the white supremacy system. 
Fuller states that true education is the process of learning all things and how these things 
are interrelated (Fuller 1972, 66). 
Entertainment 
According to Fuller, nonwhite people under the system of white supremacy have 
served as the “entertainment committee.” Nonwhites often use racial subjugation as a 
subject for funny remarks in such a manner that racists are helped to feel more 
comfortable in their practice of white supremacy. For example, African-American 
comedians telling jokes using the term “nigger.” Fuller defines entertainment as any 
activity that is desired and/or enjoyed including that which is just or unjust and which is 
correct or incorrect (Fuller, 1972, 82). 
Labor 
Fuller defines labor as any act of using energy to accomplish an objective. Fuller 
believes in a socio-material system dominated by white supremacists in which all nonwhite 
persons are equal servants to racists. Thus, according to Fuller, labor in its highest form is 
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any thought, speech, or action that helps to reveal and use truth in such a manner to 
promote or produce justice (Fuller 1972, 86). 
Law 
According to Fuller, a law is anything that has an effect. Fuller contends that 
under white supremacy, nonwhite people are the predominate people who experience 
major acts of injustice. For example, United States legislatures creating laws that kept 
African Americans from receiving education but working as free labor has negatively 
affected the net wealth of African Americans in comparison to whites. Thus, Fuller 
contends that the highest form of law is made to help people, thereby, producing justice 
and manifesting peace among all people (Fuller 1972, 91). 
Politics 
Fuller states that under the white supremacy system racists speak and act in a 
manner that promotes confusion in the thought, speech, and action of their nonwhite 
victims. An example of this would be a slave master promoting division among African 
Americans based on their skin color. These class divisions among African Americans still 
exist even though the system of formal slavery is over. Thus, according to Fuller, politics 
is anything that a person says or does to promote justice or injustice (Fuller 1972, 103). 
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Religion 
Fuller contends that under the system of white supremacy, whites have made the 
practice of racism their religion. He states that racists have chosen to subvert and replace 
God. For example, the white supremacy system promotes the idea that Jesus Christ, the 
Son of God is a white male. Thus, such a belief system held by nonwhites implies that 
subconsciously they believe that God is white and thereby deduct that whites are all 
powerful. Fuller believes that religion in its highest form should be the revelation of truth 
at all times and in all places to promote justice and peace of mind for all people (Fuller 
1972, 173). 
Sex 
According to Fuller, within the white supremacy framework, racists have used sex 
to confuse their nonwhite victims. For example, during the formal system of slavery, 
white slave owners raped or had sex with African-American women thus producing slaves 
with lighter skin. Next, the slave owner made these differences discriminatory amongst 
the slaves by treating one group of slaves better than the other based on skin color. This 
practice caused confusion, animosity, resentment, jealousy and divisions that exist between 
dark- and light-skinned people today. Thus, Fuller posits that sexual expression in its 
highest form should be used to provide comfort for, incentive to, and promote 
constructive communication between those who repeatedly strive to speak and act to 
resist or eliminate white supremacy (Fuller 1972, 79). 
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War 
For Fuller, war under the system of white supremacy is the practice of racism and 
the sum total of its effects in helping to promote falsehood, non-justice, and incorrectness. 
For example, within the white supremacy framework, many African Americans have 
learned that they are too “dark.” They have internalized these notions resulting in self- 
hatred. These patterns of self-hatred manifest when African Americans ridicule one 
another on the basis of color and when they use products in an attempt to bleach the skin 
(Fuller 1972, 205). 
Fuller’s Assumptions 
Neely Fuller argues four points throughout his book. First, he stresses that white 
supremacy is the only racism. Secondly, Fuller states that all nonwhite people are victims 
of this functioning system. Thirdly, racism is not merely an individual or institutional 
occurrence, but a universal system of domination. Fourth, Fuller posits that western 
theories and systems of political economic organization are designed to establish, 
maintain, expand and refine white domination throughout the globe (Karenga 1993, 458). 
Many African Americans have not been exposed to Neely Fuller’s ideas concerning 
white supremacy. Thus, they do not look at white supremacy (racism) in its broader 
global context. Instead, many nonwhites only recognize it in its most overt forms. For 
example, whites burning a cross on an African-American person’s lawn or whites referring 
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to African Americans as “niggers.” Consequently, African Americans have not developed 
adequate solutions to solving the problems of white supremacy. 
Most African Americans have been trained to believe that integration would be the 
key to solving the problems of racism. It has been 40 years since the Civil Rights 
Movement began. African Americans have gained employment in corporate sectors, but 
many African Americans have developed negative perceptions concerning the corporate 
world. These perceptions are shaped within the context of white supremacy. 
Furthermore, many African Americans feel powerless because they have been trained to 
believe that integration instead of neutralization is the key to eliminating white supremacy. 
Consequently, many African Americans constantly complain about the problems that exist 
within the workplace without suggesting the necessary solutions needed to eliminate 
racism. As a result, many African Americans have developed negative perceptions about 
Corporate America. 
Empowerment becomes a critical component for individuals to use if they are to 
understand and render solutions to eliminate their problems. Therefore, it is necessary to 
understand why emphasis is not placed upon empowerment through education. Within the 
white supremacy system there is a great need to keep nonwhite people powerless. 
Therefore, the education that most nonwhites receive is that of serving whites rather than 
producing for themselves. Neely Fuller writes: 
Nearly all of the knowledge that black people have received while existing 
among, or in contact with white people has been presented to them by White 
supremacists for the purpose of serving white supremacy (racism) 
(Fuller 1972, 67). 
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Empowerment is a critical factor in educating this group because the majority of 
the students are nonwhite, functioning within the system of white supremacy. Clark 
Atlanta University’s School of Business Administration curriculum on both the 
undergraduate and graduate level is an academically sound curriculum for learning the 
fundamentals of business administration. However, upon review of the Business 
curriculum for both undergraduate and graduate students, courses appear limited, 
indicating students are not being challenged to develop solutions to problems of racism. 
Developing solutions to problems of racism is one of the goals for the School of Business 
Administration. 
Education is a process through which one must see him or herself at the center 
{Clark Atlanta University 2000b, 1). That is why ancient African people taught that the 
ultimate instruction for human growth and transformation was “Man Know Thyself’ 
(Akbar 1998, 50). 
The curriculum of the Clark Atlanta University School of Business Administration 
does not place the African-American learner at the center of the educational process. For 
example, there is only a two-part course, The United States, Africa, and the World, that 
focuses on the experiences of African-American people that undergraduates are required 
to take. This two-part course focuses on the historical foundations and the complex 
evolutions over time of the modem world. The graduate curriculum does not have any 
course that focuses on the collective experience of African-American people. This form of 
education is inadequate for African-American students functioning within the system of 
white supremacy. Furthermore, this lack of action will not lead to the School of Business 
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not lead to the School of Business Administration achieving its goal of producing citizens 
who will develop solutions to the problem of racism. This lack of exposure to the overall 
collective experience of African Americans will result in students using the incorrect or 
inadequate methods to devise solutions to problems because they have limited information 
on which to operate. Thus, perhaps one of the vital means of eliminating racism in the 
workplace rests with the education provided African-American students at the 
undergraduate and graduate levels. Education, which is inclusive of African and African- 
American history and life, will provide African-American students with the sense of 
identity and self-worth that will help combat racism in the workplace. Thereby, white 
supremacy loses some of its impact on the lives of African Americans in the workplace. 
CHAPTER 5 
AFRICAN AMERICANS AND LABOR PARTICIPATION: 
A HISTORICAL PERSPECTIVE 
It has been posited by the American philosopher George Santana, that those who 
do not learn from history will repeat it. Consequently, history is the foundation upon 
which one gains a critical understanding of current issues. Therefore, to understand the 
perceptions African Americans have about the workplace, labor history must be examined 
to have a greater comprehension of current trends in the workplace. 
The Plantation Experience 
Labor participation for African Americans in the United States had its origin in the 
formal system of slavery. The presence of African Americans in the United States is the 
outcome of the expansion of Europe which began in the fifteenth century and became 
firmly established during the succeeding two centuries. As a result, Europeans met and 
conquered many peoples which opened up a market for European goods, increased world 
trade and brought Europe to the forefront as a world leader. European expansion in the 
Americas became critically important for the economic development of Europe, since the 
production of tobacco, sugar, and cotton, which were exchanged for European goods, 
increased world trade, and brought Europe to the forefront as a leader in the 
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commerce arena. For the production of these raw materials and articles of commerce, 
Africans were transported to the “New World” and became the main source of the 
“triangular trade” involving Africa, the Caribbean and the colonies in the Americas, 
especially the southern states of North America. Africans, thus, became the creators of 
the wealth that made the flowering of capitalism possible in the nineteenth century (Frazier 
1957, 10). 
In the Southern sections of the United States, the plantation system of agriculture 
developed on the basis of enslaved African labor. After failed attempts to utilize the 
Native American as a source of forced labor, white and African indentured servants were 
introduced into the colonies. However, they were soon supplanted by enslaved Africans 
who proved a more efficient and more economical source of labor. During the 
seventeenth and eighteenth centuries the importation of Africans gradually increased to 
meet the growing need for laborers in the production of tobacco, rice, and indigo. The 
invention of the cotton gin, which enabled American producers to supply the increased 
demands of Northern and English manufacturers, accelerated the importation of Africans 
(Frazier 1957, 10). 
Conditions/T reatment 
The slaveholders imposed stringent labor practices upon enslaved Africans. Most 
field slaves rose before dawn, prepared their meals, fed the livestock, and then rushed to 
the fields before sunrise. Depending on the season or crop, the enslaved Africans would 
grub and hoe the field, pick worms off the plants, build fences, cut down trees, construct 
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dikes, pull fodder, clear new land, plant rice, sugar, tobacco, cotton, and com, and then 
harvest the crop (Blassingame 1979, 250). 
The Africans often worked 18 hours a day during the harvest season. 
Additionally, some sugar factories ran in shifts seven days and nights each week. 
Although the work schedule varied, the days probably seemed endless to the African 
slaves. Cotton planting started in late March or the first of April. Cotton-picking season 
lasted from August to Christmas and frequently until January or February. The com was 
harvested after cotton-picking ceased. During slow periods, the African cleared the 
forestland, built fences, repaired slave cabins, killed hogs, and engaged in a multitude of 
other tasks (Blassingame 1979, 251). 
While the majority of Africans followed this routine, the domestic servants formed 
part of the plantation elite. They usually ate better food and wore better clothes than 
those who worked in the field because domestic workers received leftovers from the 
planters’ larder and old clothes from the slaveholders. Domestic workers ran errands, 
worked as part-time gardeners, cooked, served meals, cared for horses, milked cows, 
sewed clothes, cared for the slaveholder’s infants, wove, carded and spun wool, churned 
milk, dusted the house, swept the yard, arranged the dining room, cut the shrubbery, and 
performed a variety of other tasks. With the exception of the plantation cook, each 
domestic servant was responsible not, for one, but several of the jobs needed to maintain 
the plantation. At the call of his or her slaveholder day and night, the domestic servant 
had no regular hours (Blassingame 1979, 252). 
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Reasons for Slavery 
White slave owners rationalized the institution of slavery. First, they argued that 
Africans were biologically inferior to whites. Politicians and clergymen articulated the 
view that it was necessary to have someone do menial jobs and that African Americans 
were best qualified to perform those services (Asante and Matteson 1998, 84). 
Whites contended that Africans were intellectually inferior to whites, and, 
therefore, most useful as servants and laborers. Whites argued that Africans were 
incapable of throwing off the chains of barbarism. Therefore, whites believed that Africans 
should be held in captivity because they were brutal. A belief that subsequently led to 
enslavement of Africans. Whites argued that Africans were heathens. Consequently, it 
was necessary to enslave Africans to ensure the salvation of their souls and their 
civilization. Thus, according to this doctrine of white supremacy, permanent enslavement 
was good for the improvement of Africans (Asante and Matteson 1998, 84). 
According to white slaveholders, slavery produced a unique Southern civilization. 
The argument was meant to demonstrate that the slave system was good for whites 
because they found time to spend on leisure activities that according to them advanced 
their culture (Asante and Matteson 1998, 84). 
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The Dismantling of Slavery 
Despite the rationale for slavery, the institution itself became controversial. Since 
its settlement, the Southern United States received most of its income from agriculture, 
which was heavily dependent upon slave labor. By 1860, cotton was the chief crop of the 
South. Largely, because of the dominance of cotton, the South resisted the 
industrialization that emerged in the North in the nineteenth century. Thus, Southern 
manufactured goods had to be brought from across seas. Meanwhile, the North, by the 
eve of Civil War, had become a well-established industrial society. The North did not use 
slave labor, but relied on its own workers and European immigrants to power its factories, 
build railroads, and settle the west. 
While the Civil War was an economic struggle between the North and South, it 
became synonymous with the freeing of enslaved Africans. The victory of the North, led 
the President, Abraham Lincoln, to sign the Emancipation Proclamation freeing the slaves. 
At the close of the Civil War, Congress approved the Thirteenth Amendment 
banning slavery in all states and United States territories. The amendment was approved 
on January 31, 1965. Consequently, four million former slaves emerged from two and a 
half centuries of legalized oppression to enter society with little or no assets. The majority 
of enslaved Africans had been agricultural workers. The majority of Southern whites were 
convinced that laws should be speedily enacted to curb the progress of African Americans 
and to ensure their continuing role as a laboring force in the South. These laws, called 
Black Codes, resembled the antebellum Slave Codes. Black Codes limited the areas 
74 
where African Americans could purchase or rent property. Vagrancy laws imposed harsh 
penalties designed to force all African Americans to work whether they wanted to or not. 
The control of African Americans by white employers was almost as abusive as that of a 
slaveholder. African Americans who quit their job faced being arrested and imprisoned for 
breach of contract. Further, African Americans were not allowed to testify in court except 
in cases involving other members of their race. A large number of fines were imposed for 
seditious speeches, insulting gestures or acts, absence from work, violating curfew, and 
possession of firearms (Chisolm 1999). 
Sharecropping 
The suppression of the labor market, from the late nineteenth century to the mid¬ 
twentieth century, relegated most African Americans in the South to sharecropping. 
Sharecropping involved working on an annual contract at an unspecified and highly 
speculative wage. The African-American sharecropper usually worked about forty acres 
of land and received half to three-fourths of the produce, depending on various intricate 
arrangements with the white landholder. The sharecroppers were required to make all 
their purchases through the plantation commissary, a rural version of the company store. 
If the sharecroppers lacked cash, which was almost always, they were extended credit at 
an exorbitant amount of interest. Finally, in most Southern states, it was stipulated by law 
that the sharecroppers could not sell their crops. Instead, the landlord handled the sale, 
made the division of money earned and gave the sharecroppers their share (Grogh 1972, 
35). 
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Early African-American Economic Development 
Despite the harshness of the Black Codes imposed on African Americans, some 
people temporarily thrived economically. Between 1867 and 1917 the number of African- 
American enterprises increased from four thousand to fifty thousand. Even with this gain 
as entrepreneurs, African Americans found it difficult to develop and maintain thriving 
businesses in the South. As a consequence, African Americans migrated to the North and 
other regions to find gainful employment or to engage in African-American economic 
development (Chisolm 1999). 
African-American Migration 
The oppressive labor market in the South caused many African Americans to look 
for new work places. President Franklin Delano Roosevelt’s New Deal demonstrated a 
profound bias in favor of wage earners employed full-time by large industrial corporations, 
and against workers in agricultural personal service and causal labor sectors. Federal 
legislative initiatives in the 1930s linked medical insurance, paid vacations, school tuition 
benefits, and relatively generous pension plans to employment in the country’s largest 
companies. These initiatives actually worsened the relative social position of African- 
American workers. Deprived of minimum benefits like unemployment compensation, 
social security, and medical insurance, or legal safeguards against hazardous working 
conditions, the vast majority of African Americans struggled with the same assaults to 
their dignity as their ancestors (Jones 1998, 339). 
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In the South, New Deal officials dispersed government jobs and cash relief in such 
a way as to preserve the social division of labor. Thousands of African-American 
Southern sharecroppers lost their jobs. Under the New Deal, crop-reduction programs 
affected employment opportunities, and tractors, that replaced manual labor were driven 
exclusively by whites. The newly defined educational roles and implicit objectives of farm 
extensive agents and the all white public vocational schools preserved inequalities in job 
training. African Americans in the South were deprived of the opportunities to learn to 
operate and repair tractors, cotton pickers, mechanical millers, and other machines that 
were helping to mechanize farms. Many public works supervisors withheld jobs from 
African Americans as long as there was local cotton to pick or laundry to be washed, and 
African-American women were placed on trash crews while white women worked on 
sewing projects indoors (Jones 1998, 347). 
In the 1940s African-American men increased their gains in industries where they 
had established a foothold before World War H However, racist-hiring policies remained 
in place and much of the defense work fell under the rubric of “white men’s work.” Forty 
percent of all steel mills refused to hire any African Americans during the course of war. 
As a group, African-American men were at a disadvantage with white men who had a 
competitive advantage with machines (Jones 1998, 347). 
In shipyards, African Americans were closed out of hiring and training for skilled 
positions including welding, a position identified as a “white” job. In converted auto 
factories, the manufacturing occupations had customarily excluded African Americans. 
While sounding the alarm over a perceived decrease of available workers as early as 1940, 
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aviation industry official W. Gerald Tuttle of the Vultee Aircraft Company in Southern 
California stated, “I regret to say that it is not the policy of this company to employ people 
other than of the Caucasian race (Jones 1998, 347).” The association between aircraft 
construction and light manufacturing meant that even African Americans in auto foundries 
would face barriers in their attempts to find jobs in plants converted to wartime production 
(Jones 1998, 347). 
For African Americans as a whole, World War II left a mixed legacy. Between the 
years 1941 and 1945 African-American activist groups refined and expanded their protest 
strategies, sponsoring lunch counter sit-ins, mass picketing, consumer boycotts, and 
political lobbying to gain greater employment opportunities. At the end of the war 
decade, the number of African-American men engaged in manufacturing was 22.3 percent, 
just slightly lower than similarly employed white men at 26.3 percent; however, agriculture 
continued to claim the energies of one-fifth of all African-American workers (Jones 1998, 
348). Six out of ten gainfully employed African-American women still worked as service 
workers in private households, or in commercial establishments and office buildings, while 
38 percent of white women found jobs as secretaries and retail clerks after the war (Jones 
1998, 348). Only 5 percent of African-American women were similarly employed (Jones 
1998, 348). 
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Trade Union Impact on Civil Rights 
As a result of continuous discrimination against African-American workers, an 
alliance formed between the Civil Rights Movement and the labor movement. A. Philip 
Randolph, President of the Brotherhood of Sleeping Carporters, together with the 
American Organization Federation and Congress of Industrial Organizations (AFL-CIO), 
announced their support for the struggle for civil rights and their plan to organize without 
regard to race. Despite the union’s promise, it refused to take the necessary measures 
against affiliates practicing segregation and was accused of perpetuating racist practices. 
Consequently, African-American labor activists organized the Negro Labor Council in 
1960 to promote civil rights in the American labor movements. Randolph and the council 
initiated the 1963 March on Washington for Jobs and Freedom. In the following year, 
1964, the last segregated affiliate of the AFL-CIO integrated (Brown 1998, 342). 
African-American Political Strategy 
The increase of African-American voting strength that resulted from the massive 
migration of four million African Americans from the Southern states in the 1940s and 
1950s brought a change in the American political life. The passage of the Civil Rights 
Acts of 1964 and 1965 brought forth the legislative fruits of the civil rights movement 
initiative. In dramatic fashion, Title VII of the 1964 Act outlawed racial discrimination in 
hiring, and created administrative machinery in the form of the Equal Employment 
Opportunity Commission (EEOC) to enforce its measures. The elections of several 
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African-American city mayors in the late 1960s and early 1970s in Cleveland, Atlanta, 
Chicago, Detroit, Los Angeles, and Newark represented a seismic shift in the urban 
political landscape (Jones 1998, 355). 
Continuous Inequities 
Despite the 1960s revolution that changed many of the discriminatory practices of 
the past, the residual effects of historical discrimination continue to the present day. The 
United States Bureau of Labor Statistics (BLS) cited many examples of the disparity 
between white and African-American employees in the workplace. In 1983, 25 percent of 
working African Americans were in low-paying service and unskilled jobs (Grossman 
2000, 41). By 1999, that number dropped slightly to 22 percent of working African 
Americans (Grossman 2000, 41). For every dollar a white male earned in 1979, an 
African-American man on average earned 76 cents. In 1999, the numbers were identical. 
In 1979, African-American women earned 57 cents for every dollar white men earned; by 
1999 this figure rose slightly to 64 cents on the dollar (Grossman 2000, 41). 
This disparity between the races is evident in the unemployment rolls. The BLS 
reports that African Americans were twice as likely as whites to be unemployed in 1999—a 
ratio that has remained unchanged since the 1970s. In 1999 African-American teenagers 
were 2.5 times more likely to be unemployed than white teens; this, too, is comparable to 
the ratio of the 1970s (Grossman 2000, 41). 
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The advancement for African-American employees in professions has moved 
slowly. Between the years 1983 and 1999, African Americans consistently made up about 
11 percent of the total United States workforce (Grossman 2000, 41). However, in 1983, 
only three percent of engineers and three percent of attorneys were African American 
(Grossman 2000, 41). In 1999, African Americans made up five percent of attorneys and 
five percent of engineers. In 1983, three percent of physicians were African Americans, a 
figure that rose to six percent in 1999. Over the years, African Americans in marketing, 
advertising, and public relations escalated from three percent to five percent, and African 
Americans in financial management went from four percent to seven percent (Grossman 
2000, 41). 
The outlook for African Americans in the human resources field is slightly better. 
In human resources, the percentage of African Americans serving in personnel and labor 
relations positions rose from 4.9 percent in 1983 to 7.5 percent in 2000. As with most 
other professions, however, plateauing at mid-level positions remains an issue (Grossman 
2000, 43). 
Finally, in the areas of staff relations, work orientation, and productivity, there is a 
competitive atmosphere that is derived from the values of the organization. In this 
environment the basic axiological principles that prescribe relationships are person to 
object orientation. An example of this is the need to communicate through memos. A 
person-to-person orientation would be characterized by face-to-face interactions and 
communications, or, at the minimum, through phone conversations. The person to object 
orientation keeps interactions impersonal and objective without allowing personal feelings 
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to get in the way of business. The work orientation is placed largely on tasks that can be 
performed. For example, meeting deadlines, or increasing the productivity level, are often 
competitive activities among the employees. Those who outperform others are more 
likely to be rewarded, unless they do not follow the organization’s politics (Warfield- 
Coppock 1995). 
Consequently, the Eurocentric design of private firms and the numerous racially 
charged lawsuits has caused African Americans to develop skeptical attitudes about 
Corporate America. A poll was conducted by Fortune Magazine and the Joint Center for 
Political and Economic Studies about African-American attitudes about Corporate 
America. The poll included 750 African-American professionals employed within 
Corporate America. The poll revealed that many African-American professionals are 
optimistic about their careers, but still skeptical. Those who participated in the poll were 
asked about a variety of topics. The subject matter covered equal hiring opportunities, 
pay equity, promotion, diversity, and affirmative action. The poll is indicative of how 
African Americans within the corporate sector feel. For example, 75 percent believe that 
in companies offering little opportunities for advance of African-American employment, 
top African-American executives are often in those positions for the sake of appearances 
(Branch 1998). Furthermore, by a margin of two to one, African Americans maintain that 
senior executives at United States corporations do not believe that African-American 
employees possess as much management potential as white employees (Branch 1998). 
Additionally, 76 percent of African Americans do not believe that corporations pay 
African Americans the same as whites with equal skills and experience (Branch 1998). 
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According to Wendell Johnson, a recruiting specialist, many African Americans that work 
for large corporations are operating under a cloud of suspicion. He further believes that 
there is unfair assessment that African Americans are less qualified, no matter what they 
bring to the table (Branch 1998). 
The poll conducted by the Joint Center for Political and Economic Studies and 
Fortune Magazine stratified various age groups. The poll revealed eight out of ten young 
people (ages 18 to 34) are positive about their career prospects (Branch 1998). Seven in 
ten Baby Boomers feel the same. Among African-American professionals over 50, six out 
of ten are optimistic (Branch 1998). David Bositis, senior research associate at the Joint 
Center for Political and Economic Studies, believes that young professionals tend to start 
out with a lot of enthusiasm and then gradually lose it when confronted with 
discrimination over a period of time (Branch 1998). 
Labor history demonstrates the impact of white supremacy on the status of African 
Americans in the workforce. While there has been progress from enslavement to more 
inclusion into professions once held by whites only, African Americans still find 
themselves confronted with such issues as salary inequities, job promotion and equality in 
hiring opportunities. In other words, discrimination still occurs within the workplace. 
African Americans still find themselves entering the workplace without sufficient 
educational preparation on ways of dealing with racism. 
CHAPTER 6 
STUDENT PERCEPTIONS OF CORPORATE AMERICA 
This study involved Clark Atlanta University students enrolled in the School of 
Business Administration and their perceptions of the workplace. This research was 
designed to answer three general questions. First, what are the major perceptions held by 
African-American undergraduate and graduate college students at Clark Atlanta 
University about Corporate America? Second, in what ways are the perceptions held by 
undergraduate and graduate students different? Third, in what ways are the students’ 
perceptions consistent and/or different from African Americans who are currently 
employed or were employed by corporations? Undergraduate and graduate students were 
surveyed using a modified replica of the poll administered by Fortune Magazine. African- 
American professionals, including those presently and formerly employed by Corporate 
America, were interviewed to compare their perceptions with those held by students. 
Affirmative Action 
Affirmative action programs have been in wide use for over 30 years. The intent 
of these programs is to remedy the effects of past discrimination. The students were asked 
to respond to one statement and one question concerning affirmative action. The 
statement was, “Affirmative action programs have outlived their usefulness.” 
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Figure 1 reveals that the majority of students do not feel affirmative action programs have 
outlived their effectiveness. 










Total Population Surveyed 
Figure 1 
Overall students responded: 
• 42% disagreed, 
• 39% strongly disagreed, 
• 12% agreed, 
• 6% do not know, and 
1% strongly agreed. 
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Figure 2 reveals that students, by classification, are in close agreement that 
affirmative action programs have not outlived their usefulness. The results indicate that: 
• 54% of male graduate students strongly disagree, whereas 29% disagreed, 
• 50 % of female graduate student strongly disagree, whereas 45% disagreed, 
• 33 % of male undergraduates strongly disagree, whereas 40% disagreed, and 
• 34 % of male undergraduate strongly disagree, whereas 44% disagreed. 
Graduate and Undergraduate Perceptions Concerning the Usefulness 













Strongly Agree Disagree Strongly Do Not 
Agree Disagree Know 
H Male Grads 
B Female Grads 
B Male Undergrad 
□ Female Undergrad 
Responses by Gender and Academic Classification 
Figure 2 
The graduate population may feel more strongly about affirmative action because 
they have worked on the average of three years in a professional setting. Most 
undergraduates have not had these experiences. Furthermore, the graduate population 
average age is 28, whereas those in the undergraduate population range from 18 to 21 
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(Patterson 2000). Consequently, the slight difference in opinion between the groups may 
be a combination of both age and work experience. 
The students’ opinion concerning the usefulness of affirmative action was 
consistent with those who work in Corporate America. According to Fortum Magazine, 
75 percent of African Americans believe that affirmative action programs have not 
outlived their usefulness (Branch 1998). For example, Wilfred Stocker, a network 
engineer at Delta Airlines, is a product of affirmative action. He believes that he is 
qualified for his job; however, he strongly believes that he was considered because of his 
race. Mr. Stocker further believes that since the United States is very racist, many human 
resources departments within corporations are not able to look at an applicant strictly on 
his or her ability to do a particular job (Stocker 2000b). 
Next, Clark Atlanta University students were asked if affirmative action programs 
were eliminated, “What are the prospects for hiring and the advancement of African 
Americans in American corporations?” The results detailed in Figure 3 revealed: 
• 79% believed it would be worse, 
• 13% percent believed it would stay the same, 
• 7 % percent did not know, and 
• 1% percent believed it would be better. 
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Affirmative Action Program Elimination: Prospects for Hiring and 
Advancement 
Better Stay the Worse Do Not 
Same Know 
Responses of Total Population Surveyed 
BAH Surveyed 
Figure 3 
According to gender and classification students responded: 
• 79% of male graduate students believed the prospects would be worse, 
• 90% of the female graduate students believed prospect would be worse, 
• 72% of male undergraduate students believed prospects would be worse, and 
• 79% of female undergraduate students believed prospects would be worse. 
While all students believed that their career prospects for being hired or receiving 
advancement would be worse with the negation of affirmative action programs, more 
graduate females, saw the elimination of these programs as having a negative impact on 
their careers. Figure 4 is a graphic depiction of both graduate and undergraduate 
students’ perceptions concerning hiring and advancement without affirmative action 
programs. 
88 
Prospects for Hiring and Advancement of African Americans Without 
Affirmative Action Programs Based on Gender and Academic Ciassfication 
S Male Grads 
fi Female Grads 
■ Male Undergrad 
□ Female Undergrad 
Better Stay the Worse Do Not 
Same Know 
Responses by Gender and Academic 
Classification 
Figure 4 
Most African-American professionals believe that their prospects for hiring and 
advancement without affirmative action programs would be worse. According to Fortune 
Magazine, when the professionals were asked about their prospects for hiring and 
advancements within corporations, 67 percent believed their prospects would be worse 
(Branch 1998). Again, Wilfred Stocker believes African Americans would suffer. He 
further believes that African Americans’ chances of being hired would be less likely 
because of the negative perceptions whites are given of African Americans through the 
media. Consequently, he believes that this negative perception translated into African 
Americans being viewed by whites as less attractive candidates for jobs (Stocker 2000b). 
Sharon Wilson, a former administrative assistant at United Parcel Services, 
agrees with Mr. Stocker. Ms. Wilson believes that because of the existence of racism, 
89 
affirmative action programs must remain in place. Her rationale is that if these programs 
were eliminated, then African Americans’ prospects for employment advancement would 
be worse because whites are the major authority in corporations and thus decide which 
employees will be promoted. 
Pay Equity 
Hiring and advancement are not the only areas of concern for African Americans. 
African Americans, having attained employment within a corporation, find that economic 
parity with their counterparts is likely to be a primary concern. The students were asked 
to respond to the following statement: “Most American corporations pay the same salary 
to African-American and white employees with equal training and experience.” Figure 5 
reveals that: 
• 50% of the students disagree, 
• 27% of the students strongly disagree, 
• 12% of the students do not know, 
• 10% of the students agree, and 
1% of the students strongly agree. 
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Perception of Pay Equity of African-American and White Employees Based on 
Equal Training and Experience 
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Figure 5 
Among the four stratified groups, responding to the same statement, Figure 6 reveals that: 
• 46% of male graduate students disagree, 
• 63% of female graduate students disagree, 
• 48% of male undergraduate students disagree, and 
• 47% of female undergraduate students disagree. 
Male graduates and undergraduates perceived that pay equity did not exist for 
African Americans in the corporate workplace. However, graduate females, more than any 
other group, felt that unequal pay equity existed between African-American and white 
employees in the workplace. 
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Perceptions of Equitable Pay: African-American and White Employees Based 
on Equal Training and Experience 
Percent 
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Figure 6 
Clearly, most of the students do not believe that African-American and white 
employees with equal training and experience receive equal pay. Fortune Magazine 
presented the statement in question form and gave the respondent a yes, no, and do not 
know choices. According to Fortune Magazine, 76 percent of African-American 
professionals indicated they do not believe that American corporations pay the same 
salaries to African-American and white employees who have equal training and experience 
(Branch 1998). Consequently, the students’ perceptions are consistent with African- 
American professionals concerning the inequities in the pay of African Americans and 
whites in the workplace. 
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Along the lines of pay equity, students were asked to indicate whether or not they 
thought American corporations were doing an excellent, good, poor, or fair job. Figure 7 
reveals the perceptions of students: 
• 2% believed corporations were doing an excellent job, 
• 19% believed corporations were doing a good job, 
• 45% believed corporations were doing a fair job, 
• 29% believed corporations were doing a poor job, and 
• 6% were uncertain of the type of job corporation were doing. 
Rating of American Companies: Equitable Wages to African Americans 
HAII Surveyed Excellent Good Fair Poor Uncertain 
Total Population Surveyed 
Figure 7 
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Overall, the majority of students perceived that American companies were 
doing a fair job of paying equitable salaries to African Americans. 
Figure 8 reveals that: 
• 50% male graduate students believe Corporate America is doing only a fair job, 
• 38% female graduate students believe Corporate America is doing only a fair job, 
• 48% male undergraduates believe Corporate America is doing only a fair job, and 
• 44% female undergraduates believe Corporate America is doing only a fair job. 
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Figure 8 
Forty-four percent female undergraduates believe that Corporate America is doing 
a fair job. When comparing both undergraduate and graduate students’ responses to this 
statement, one finds a higher percentage of graduate students who believe that Corporate 
America is doing a poor job of giving equitable wages to African-American employees. 
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For example, 46 percent of male graduate students believed that Corporate America is 
doing a poor job of giving African Americans equitable wages. Whereas, only 27 percent 
of male undergraduate students believed Corporate America is doing a poor job. The 
pattern was the same between both female populations: 40 percent of the female graduate 
population believed Corporate America is doing a poor job versus 22 percent of the 
undergraduate female population; however, 45 percent of the overall student population 
believes Corporate America is doing only a fair job paying equitable wages to African 
Americans. 
An example, of wage disparity is provided by Harold Jones. Mr. Jones is a 
Benefits Specialist at Northern Trust Retirement Consulting Firm. Mr. Jones believes that 
African-American employees within corporate settings are not paid the same salaries as 
their white counterparts. Mr. Jones bases his ideas on both current and past experiences 
working within the corporate structure. According to Mr. Jones, many African-American 
employees are disgruntled at Northern Trust Retirement Consulting because they do not 
receive the same salaries as whites, even when they have the same training and experience. 
For example, according to Mr. Jones, one white employee was hired at a higher salary 
than most African Americans in his or her unit and was promoted six weeks after the 
initial start date. This person was promoted over African Americans who had been with 
the company over a year or more. Mr. Jones charges that these types of incidents have 
happened repeatedly. Currently, the EEOC is working with Northern Trust to alleviate 
this problem. Salary disparities are one of the issues confronting African Americans in 
Corporate America (Jones 2000). 
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Promotion 
Many African Americans are concerned about promotion when hired within the 
corporate sector. Therefore, the students were asked to respond to statements concerning 
promotion. The first question was, “Does Corporate America promote African Americans 
on an equitable basis?” Figure 9 reveals that the students believe Corporate America is 
doing a: 
• 43% fair job, 
• 36% poor job, 
• 14% good job, 
• 5% uncertain job, and 
• 2 % excellent job. 
The results of the question reveal that the majority of the students perceived that 
corporations were doing only a fair job. Only two percent of the students rated the 
companies as doing an excellent job. 
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Promotion of African Americans on an Equal Basis 
Excellent Good Fair Poor 
Total Population Surveyed 
Uncertain 
Figure 9 
Figure 10 indicates that among the four populations, both undergraduate and 
graduate, males were more likely to believe that corporations were doing a poor job of 
promoting African Americans on an equitable basis. Fifty-four percent and 42 percent of 
graduate males and undergraduate males respectively believed that American corporations 
are doing a poor job promoting African Americans. However, 48 percent and 47 percent 
of the female graduate and undergraduate population respectively felt that Corporate 
America was only doing a fair job of promoting African Americans. Thus, both male 
populations were more closely aligned with the African Americans who took part in 
Fortune Magazine's poll. Forty percent of African-American professionals believed that 
American corporations have done a poor job promoting African Americans. 
Consequently, the careers of African Americans reach a glass ceiling. It was found in 
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1995 that 97 percent of senior-level managers in private firms were white men (Caudron 
and Hayes 1995, 121). 












Excellent Good Fair Poor Uncertain 
Responses by Gender and Academic Classification 
Figure 10 
The issue of pay equity is closely aligned with the issue of promotion. The 
students were asked to respond to the statement, “Giving African-American employees 
equal opportunities to become managers.” The students were asked to respond by 
selecting a response from five choices. The choices were excellent, good, fair, poor, and 
do not know. Figure 11 revealed that: 
H Male Grads 
H Female Grads 
H Male Undergrad 
□ Female Undergrad 
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• 43% of students believed American Corporations were doing a fair job, 
• 29% of students believed American Corporations were doing a poor job, 
• 18% of students believed American Corporations were doing a good job, 
• 7% of students were uncertain, and 
• 3 % of students believed American Corporations were doing an excellent job. 
American Companies: African-American Employees Given Equal 
Opportunities to Become Managers 
Excellent Good Fair Poor 
Total Population Surveyed 
Uncertain 
Figure 11 
The results indicate that for students, corporations were only doing a fair job in 
the promotion of African Americans as managers. Less than 30 percent indicated that 
corporations were doing a poor job in the promotion of African Americans to managers. 
The results indicate that while African Americans enter the corporate workplace, many do 
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not perceive that their opportunities for advancement in education and training are likely 
to occur. 
Figure 12 reveals that the following groups believe that African Americans are 
given fair opportunities to become managers: 
• 58% of male graduate students, 
• 38% of female graduate students, 
• 37% of male undergraduate students, and 
• 45% of female undergraduate students. 
Figure 12 also reveals the significant number of students who believe that 
corporations provide poor opportunities for African American to become managers: 
• 38% of male graduate students, 
• 35% of female graduate students, 
• 35% of male undergraduate students, and 
21% of female undergraduate students. 
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American Companies Give African-American Employees Opportunities to 
Become Managers 
Percent 
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B Female Grads 
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Excellent Good Fair Poor Uncertain 
Responses by Gender and Academic Classification 
Figure12 
These percentages are not consistent with the perception of African Americans who 
are employed within the corporate structure. According to Fortune Magazine, 41 percent 
of African-American professionals believe American corporations are doing a poor job of 
giving African-American employees’ opportunities to become managers. According to 
Harold Jones, a former employee of Metropolitan Life Insurance Company, many white 
males were identified as “Golden Boys” and were hired in certain departments where they 
would receive promotion (Jones 2000). These same men, who were promoted to 
managerial slots, received advancement at the expense of many of their African-American 
counterparts. Mr. Jones, who has a master’s degree in Human Resource Development 
stated this was the main reason he left Metropolitan Life Insurance Company (Jones 
2000). 
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Similarly, Sharon Hodge, a former employee of Equifax, believes American 
Corporations do a poor job of promoting African-American employees. She believes this 
because of her past work experiences at the Equifax Corporation. Ms. Hodge and other 
African Americans were told they were passed over for management opportunities 
because they did not have enough education. On one occasion Ms. Hodge, said an 18- 
year-old white male was hired as a manager. When the African-American employees 
questioned his qualifications they were told he had five years of telemarketing experience. 
Ms. Hodge and other employees knew that this was untrue because this would have made 
the manager 13 years of age when he began his career. Ms. Hodge eventually left the 
company after working at Equifax for three years (Hodge 2000). 
Employer Investment in Professional Development 
Once hired by corporations, many African Americans are concerned about whether 
or not the company will make a genuine effort to invest in them by offering training 
programs and other incentives to advance within the company. The students were asked 
to respond to a question regarding the potential professional investment in African- 
American employees. The question was, “Do the majority of American corporations make 
a genuine effort to invest in their African-American employees by offering training 
programs and other incentives to help prepare them for advancement within the 
company?” Figure 13 reveals that: 
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• 38% of the students agreed, 
• 36% disagreed, 
• 6% strongly disagreed, 
• 3% strongly agreed, and 
• 17% did not know. 















Strongly Agree Disagree Strongly Do Not 
Agree Disagree Know 
Total Population Surveyed 
Figure 13 
Figure 14 reveals that between stratified groups, the percentage of students who 
agreed and disagreed over professional development of African-American employees was 
decidedly different between graduate and undergraduate students. There is a noticeable 
difference in the perceptions of male graduate students (54 percent disagreed) and male 
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undergraduates (42 percent agreed). The perceptions of female students both graduate 
and undergraduate are not drastically different. 
• 54% of male graduate students disagreed, 
• 40% of female graduate students disagreed, 
• 42% of male undergraduate students agreed, and 
• 36% of female undergraduate students agreed. 
Perceived Investment by American Companies in African-American 
Employees 
Percent 
B Male Grads 
B Female Grads 
B Male Undergrad 
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Responses by Gender and Academic Classification 
Figure 14 
The shift in choices selected by both graduate and undergraduate students is 
probably due to work experience. Many of the graduate students have worked 
professionally while the majority of undergraduate students have not. The graduate 
students’ disagreement with the statement is in alignment with African-American 
professionals who responded to this same statement. According to Fortune Magazine, 53 
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percent of African-American professionals did not believe most American corporations 
today make a genuine effort to invest in the professional development and training of their 
African-American employees. Phyllis Stocker, a former employee of Cleveland Electric 
Company, says her former employer did not offer training programs or other incentives to 
help prepare African Americans for advancement. Consequently, Ms. Stocker was the 
only African American in a management position. Eventually, Ms. Stocker was the victim 
of corporate downsizing and was released in July of 1999. As a result, when she left the 
company there were no African-American supervisors or managers (Stocker 2000a). 
Discrimination in the Workplace 
As there have been many racial discrimination lawsuits brought against American 
corporations since 1996, students were asked to respond to two questions surrounding 
this issue. One question was, “Suppose a company was offering you an attractive position 
with good pay and benefits, and you discovered the company has been found guilty of 
discriminating practices against some of its African-American employees. Would you still 
join this company?” Figure 15 indicates that 53 percent of students would not join the 
company, however 35 percent said they would join a company even if aware of 
discriminatory practices. 
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Discrimination and Future Employment 
H All 
Surveyed 
Total Population Surveyed 
Figure 15 
The stratified data in Figure 16 reveals: 
• 54% of male graduate students would not, 
• 55% of female graduate students would not, 
• 50% of male undergraduate students would not, and 
• 58% of female undergraduate students would not. 
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Yes No Uncertain 
Responses by Gender and Academic Classification 
Figure 16 
One must note, however, that while the majority of graduate and undergraduate 
students stated they would not work for a company which discriminates, the percentages 
of students who said they would work for such companies are high: 
• 42% of male graduate students would, 
• 30% of female graduate students would, 
• 45% of male undergraduates students would, and 
• 37% of female undergraduates students would. 
It can be assumed that such decisions mean: 
(1) That African-American students, graduate and undergraduates, believe that they 
can make a difference in the workforce because of the increase in the minority 
population in the workforce; 
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(2) That present discrimination cases with large settlements will impact practices of 
other companies; and 
(3) That monetary compensation supersedes feelings about hostile or nonhostile work 
environments. 
It appears that those who said they would not work for companies that 
discriminate seek to work for the 50 companies listed by Fortune Magazine as being 
favorable for minorities. 
Among African professionals the feelings are mixed. According to Fortune 
Magazine, 40 percent of African-American professionals responded “No,” and 41 percent 
responded “Yes,” while the majority of students, whether graduates or undergraduates, 
said they would not work for such a company. The remaining 19 percent said that they did 
not know. Secondly, students were asked to comment on whether discriminatory lawsuits 
against American companies were increasing, decreasing, or about the same. Figure 17 
presents the responses of all students surveyed. 
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Status of Discrimination Lawsuits 
Total Population Surveyed 
Figure 17 
Figure 17 reveals: 
• 19% believe they are increasing, 
• 49% believe they are the same, 
• 9% believe they are decreasing, and 
• 23% do not know. 
Figure 18 reveals that: 
• 46% of male graduate students believe they are about the same, 
• 58% of female graduate students believe they are about the same, 
• 45% of male undergraduate students believe they are about the same, and 
• 48% of female undergraduate students believe they are about the same. 
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Interestingly, more female graduate students indicated that they perceived the 
number of discriminatory lawsuits to be about the same. 
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Increasing About the Same Decreasing Do Not Know 
Responses by Gender and Academic Classification 
Figure 18 
African-American professionals who responded to the Fortune Magazine poll 
were asked whether or not discriminatory acts in the workplace were still common or rare 
(Branch 1998). Eighty-one percent of African-American professionals believe that 
discriminatory acts leading to lawsuits are still common. Furthermore, according to the 
EEOC the total number of discrimination-related charges filed and resolved increased 
from 26,287 in 1996 to 28,819 in 1999 (United States Equal Employment Opportunity 
Commission). Closely related to the discriminatory practices is the issue of equal parity in 
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hiring. The students were asked to respond to the issue of equal hiring opportunities. 
Figure 19 reveals that: 
• 58% of students believe Corporate America provides fair equal-hiring 
opportunities, 
• 21% of students believe Corporate America is providing good equal-hiring 
opportunities, 
• 16% of students believe Corporate America provides poor equal-hiring 
opportunities, 
• 3% of students are uncertain, and 
• 2% of students believe Corporate America provides excellent equal-hiring 
opportunities. 
Equal Hiring Opportunities forAfrican American Applicants 
Percent 
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Figure 19 
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According to stratified data, Figure 20 reveals that all of the following groups 
believed that Corporate America provides fair equal-hiring: 
• 71% male graduate students, 
• 60% female graduate students, 
• 50% male undergraduate students, and 
• 59% female undergraduate students. 
Equal Hiring Perceptions of Opportunities of African-American Applicants 
Percent 
□ Male Grads 
B Female Grads 
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Excellent Good Fair Poor Uncertain 
Responses by Gender and Academic Classification 
Figure 20 
The student perceptions were closely aligned with African-American professionals. 
Forty-eight percent of African-American professionals believe that Corporate America is 
only doing a fair job in providing equal-hiring opportunities for African-American 
employees (Branch 1998). 
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The student participants were asked “Are strong antidiscrimination laws and 
enforcement still necessary because most Chief Executive Officers (CEOs) and other 
senior business executives are not really concerned about racial discrimination in their 
companies?” Figure 21 reveals that: 
• 59% of students agreed, 
• 23% of students strongly agreed, 
• 11% of students agreed, 
• 6% do not know, and 
• 1% strongly disagreed. 
Antidiscrimination Laws and Enforcement and Corporate Racial Diversity 
Percent 
El All Surveyed 
Total Population Surveyed 
Figure 21 
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Among the stratified data, the majority of the groups agreed that strong anti- 
discrimination laws and enforcement were needed. Figure 22 reveals that: 
• 58% of male graduate students agree, 
• 55% of female graduate students agree, 
• 47% of male undergraduates agree, and 
• 67% of female undergraduates agree. 
Antidiscrimination Laws and a Raciaily Diverse Workplace 
Percent 
II Male Grad 
El Female Grad 
n Male Undergrad 
□ Female Undegrad 
Agree Disagree Know 
Responses by Gender and Academic Classification 
Figure 22 
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Those who are currently employed by Corporate America had a slight difference of 
opinion. The majority of African-American professionals strongly agreed with the 
statement. One may infer that since the students do not encounter overt racism everyday, 
like many who work within the corporate system, they might not have the same perception 
for the continuous need for antidiscrimination laws. 
Entrepreneurship 
The last question the students were asked was, “Do you plan to start your own 
business?” Figure 23 reveals that 76 percent of the student population desired to start 
their own businesses. Figure 24 presents the number of students by gender and academic 
classification who have plans to start their own businesses. 
Plans for Entrepreneurship 
Figure 23 
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Figure 24 reveals: 
• 83% of male graduates would like their own business, 
• 80% of female graduates would like their own business, 
• 77% of male undergraduates would like their own business, and 
• 73% of female undergraduates would like their own business. 
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Responses revealed that females, both graduate and undergraduate desire, as do 
their male counterparts, to eventually own their own businesses. 
The students’ perceptions are consistent with those of African-American 
professionals. According to Fortune Magazine, 68 percent of African-American 
professionals desire their own business (Branch 1998). Rogena Walden, a lecturer, 
author, and consultant, prefers working for herself for several reasons. First, Ms. Walden 
says that she likes having more control over her time. This affords her the opportunity to 
work when she wants to work. Secondly, Ms. Walden enjoys the flexibility of having her 
own business. This flexibility allows her the creative range she needs to keep her business 
evolving. Thirdly, Ms. Walden likes the economic benefits of self-employment. Fourth, it 
gives Ms. Walden great pride to know that she is influencing other African Americans, 
through her lectures and publications, so that they can achieve their dreams (Walden 
2000). 
Another African-American entrepreneur, Xavier Anthony, owns a manufacturing 
plant and a car wash. Mr. Anthony worked for NationsBank as a corporate leader before 
starting his own business. Since starting his businesses, Mr. Anthony feels that he is 
controlling his own destiny. By owning his own business, Mr. Anthony says that he has 
the freedom to create his own career path. This is something he felt he did not have at 
NationsBank. Consequently, he feels more self empowered knowing that he has the 
liberty to design and develop actions that will benefit him personally as well as financially. 
“This gives me peace of mind,” states Mr. Anthony (Anthony 2000). 
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School of Business Administration4 s Response to Educational Needs 
Clark Atlanta University has taken some measures to enhance the success of 
students entering the corporate workplace. The Leadership and Professional Development 
Program was created to provide undergraduate and graduate students with a variety of 
professional on-line courses and a variety of workshops specifically designed to enhance 
their ability to succeed and to make significant contributions in the workplace. 
Students access the training through web-based training, interactive laboratory 
resources, and in-class series. Students have 24-hour Internet access to self-paced training 
topics. This format allows students the opportunity for individual research and self-study, 
utilizing a wide variety of resources, such as videotapes, periodicals, and CD-ROMs. 
Further, leadership and professional development topics are incorporated into selected 
academic coursework (Clark Atlanta University 2000b, 1). 
In addition to providing the above services, the Leadership and Development 
Program offers a variety of workshops. The “Interviewing Skills” workshop addresses a 
wide range of interviewing topics such as self-analysis, researching the company, interview 
attire, nonstandard interviewing formats, and handling illegal questions. The program also 
helps the students with their image by providing a workshop on Professional Image to 
examine and improve the messages conveyed through attire worn for the interview, 
grooming, body language and attitude. Also, students receive training in team building in 
a workshop that helps students explore and discuss their core values, interests, skills, and 
goals needed to build an effective resume (Clark Atlanta University 2000b, 1). 
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The Leadership and Professional Development Program also offers a series of 
workshops to help students communicate effectively. A workshop in effective 
listening/assertive communication assists students with the importance and implications of 
developing listening and assertive skills to help in school, family and work situations. 
Additionally, students learn to give effective presentations through the workshop entitled 
“Power Presentations.” This workshop helps students develop the skills necessary to 
deliver effective presentations and speeches in school, community, and work 
environments. Furthermore, the Leadership and Professional Development Program 
offers a workshop on the topic of cross-cultural communications that provides practice for 
students desiring to effectively communicate within a diverse environment. This 
workshop uses a practical approach to communicating by allowing students to participate 
in scenarios that cut across cultural lines. Also, the program has developed a workshop 
on effective written business communication which helps students write clear, well- 
structured letters, e-mails, memos, bulletins, reports, and other types of business 
correspondence {Clark Atlanta University 2000b, 4). 
The Leadership and Professional Development Program also attempts to groom 
students to become effective leaders through the workshop on “The Leadership 
Development Process.” This workshop was designed to help students master their 
evolving roles as leaders. Presenters provide approaches to developing skills needed to 
mobilize teams around a shared goal. In addition, students are aided in developing skills 
needed to function effectively in management and supervisory roles. The program offers a 
workshop on team building designed to help students improve their participation in team 
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projects which help in the preparation for school assignments as well as professional work 
environments. To further facilitate the leadership process, the program has developed a 
workshop on “Developing Mentor/Protégé Relationships” to assist students in building 
and strengthening professional relationships and extracting the maximum benefits from 
seasoned employees {Clark Atlanta University 2000b, 5). 
Further, the Leadership and Development Program has designed stress 
management workshops to help students handle stress. The workshops on the topic of 
time and stress management are designed to help students learn to identify sources of 
stress and develop personalized and management strategies to reduce stress, thereby, 
achieving greater productivity. Also, the program offers students a workshop on managing 
conflict. This workshop aids students in improving interpersonal relationships by 
understanding the nature of conflict, as well as the difference between productive and 
destructive conflict. Furthermore, the students learn techniques for maximizing 
communication in the midst of conflict {Clark Atlanta University 2000b, 3). 
Also, the Leadership and Development Program conducts miscellaneous 
workshops that students can utilize for their career growth. The workshop titled 
“Financial Planning for Young Professionals” helps students understand the importance of 
financial planning and teaches short- and long-term strategies to building wealth and 
financial freedom. Additionally, the program has designed a workshop to help students 
maximize their internship experience. The workshop aids students through helping them 
to understand the importance of planning, establishing standards of behavior, and 
performance. The workshop, similar to workshops on leadership, also encourages 
120 
mentor/protégé relationships. Finally, the students are given a workshop to assist them in 
charting their career path. Through a number of self-assessment tools, students are 
encouraged to begin to shape a career development action plan to guide them along their 
individual career paths (Clark Atlanta University 2000b, 4). 
The Leadership and Professional Development Program is under the direction of 
Ms. Nona Mitchell and is funded by a grant from the Ford Motor Company. The main 
goal of The Leadership and the Professional Development Program is to help students 
develop a sense of personal responsibility for their own success. According to Ms. 
Mitchell, learning about oneself is the first place education should begin. Ms. Mitchell 
believes that frequent self-assessment, and redirection, when necessary, is vital in planning 
a life of fulfillment and achievement. Therefore, as program director, Ms. Mitchell has 
made sure that a core competency of each workshop is to develop a sense of oneself as in 
relation to personal growth and development (Clark Atlanta University 2000b, 1). 
While the Leadership and Professional Development program is an excellent 
program to help students develop professionally, it cannot replace traditional classroom 
instruction through which students have consistent contact with professors and are 
saturated with information. The curriculum is a mandatory fixture, whereas, participating 
in the Leadership and Professional Development Program is voluntary. Therefore, 
curriculum suggestions will be made in the final chapter. 
CHAPTER 7 
CONCLUSIONS AND RECOMMENDATIONS 
This study primarily examined the perceptions of African-American students 
concerning the issue of labor in Corporate America. The primary problem of the 
perceptions of Corporate America by African-American employees and students 
concerning labor is systematic discrimination rooted in white supremacy. Consequently, 
this has lead to the unequal distribution of the United States’ wealth, wages, positions in 
organizations, power, and resources needed for continued growth and development. 
Thus, this study utilized Neely Fuller’s model of the white supremacy system and culture. 
Fuller’s model of white supremacy defines white supremacy as a global system of 
domination maintained by the white collective. Therefore, Clark Atlanta University’s 
business students’ perceptions of Corporate America are reflective of this theory. 
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Overall Student Perceptions 
To analyze the overall major perceptions held by students enrolled in Clark Atlanta 
University’s School of Business Administration, the topics on a modified questionnaire 
were divided into three categories. Two categories gauged students’ perceptions 
concerning equality and compensatory programs in the workplace. The third category of 
questions gauged students perceptions concerning the greater expansion of discrimination 
in the workplace. 
Students were asked to respond to a series of statements concerning equality in the 
workplace. These statements involved assessing students’ perceptions concerning equal 
hiring, pay equity, promotion and giving African-American employees equal opportunities 
to become managers. Students were given five potential responses from which they could 
choose. These responses were excellent, good, fair, poor or do not know. 
On a scale ranging from excellent to poor, students gave Corporate America only a 
fair rating concerning issues of equal hiring, pay equity, promotion and giving African- 
American employees equal opportunities to become managers. Table 10 provides the 
areas and percentages of which students gave Corporate America an overall rating of fair. 
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TABLE 10 














Equal Hiring 58% 50% 59% 71% 60% 
Paying Equitable Wages 45% 48% 44% 50% 38% 
Promoting African Americans on 
an Equitable Basis 
43% 33% 47% 42% 48% 
Giving African-American 
Employees Equal Opportunities to 
Become Managers 
43% 37% 45% 58% 38% 
Source: Compiled from previous figures. 
The overall student population surveyed believes that Corporate America is doing 
a fair job in the categories listed above. The male and female graduate population 
perceptions were split between fair and poor in the area of pay equity. For example, 50 
percent of the male graduate students believed that Corporate America is only doing a fair 
job providing all African-American employees equitable wages, whereas 46 percent 
believe that corporate firms are doing a poor job. Thirty percent of the female graduate 
population believes that corporate firms are doing a fair job of providing equitable wages 
to African-Americans employees, whereas 40 percent believe that Corporate America is 
doing a poor job. Thirty-eight percent of the graduate female population believe that 
corporate firms are doing a fair job providing African-American employees with equal 
opportunities to become managers. Thirty-five percent believe they are doing a poor job. 
Thirty-seven percent of the male undergraduate survey population believe that corporate 
firms are doing a fair job providing African Americans with equal opportunities to become 
managers; while 35 percent of male undergraduate students believe that private firms are 
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doing a poor job of providing African Americans with equal opportunities to become 
managers. Although the male undergraduate, female undergraduate and female graduate 
populations’ survey believe that Corporate America is doing a fair job of promoting 
African Americans on an equitable basis, the male graduate population disagreed. Fifty- 
four percent of the male population believe that Corporate America is doing a poor job of 
promoting African Americans on an equitable basis. 
It is important to examine why the responses concerning equality in the workplace 
fluctuated between fair and poor. According to Neely Fuller, under the conditions of 
white supremacy, nonwhites can never obtain equal status with whites. His rationale is 
because white supremacy is hierarchical in nature, whites are equal only to one another 
(Fuller 1972, 24). Thus, it is impossible for nonwhites to achieve full equality within the 
framework of white supremacy. Therefore, it is possible that students believe that within 
the framework of white supremacy they may not gain economic parity with their white 
counterparts in the workplace. Furthermore, 50 percent of the overall student population 
does not believe that private firms pay the same salaries to African-American and white 
employees with equal training and experience. 
The second category of questions examined students’ perceptions of compensatory 
programs/measures. Students responded to questions involving special training programs, 
the enforcement of antidiscrimination laws and the usefulness of affirmative action. 
According to Neely Fuller, to compensate means to counterbalance. Therefore, special 
training programs designed for minorities, antidiscrimination laws and affirmative action 
were all designed in theory to counterbalance the effects of white supremacy. 
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In the category of compensatory programs/measures, students were asked to 
respond to a statement concerning special training programs designed for African 
Americans. The statement was as follows: 
The majority of American corporations make a genuine effort to invest in their 
African-American employees, i.e., by offering training programs and other incentives to 
help prepare them for advancement within the company. 
The students were given five responses from which to select. The choices were strongly 
agree; agree; disagree; strongly disagree or do not know. Thirty-eight percent of the 
students agreed with the statement, whereas 36 percent of the students disagreed. 
Respectively, 54 percent and 40 percent of the male and female graduate students 
disagreed with the statement. 
The entire student population surveyed was in agreement with the question 
concerning antidiscrimination laws. The students responded to the following statement: 
Strong antidiscrimination laws and enforcement are still necessary because most 
CEOs and other senior business executives are not really concerned about racial 
discrimination in their companies. 
126 
Fifty-nine percent of the student population agreed with the statement. Below are the 
percentages by which each population agreed with the statement: 
• 58 percent of male graduates 
• 55 percent of female graduates 
• 47 percent of male undergraduates 
• 67 percent of female undergraduates 
(See Figure 21 in Chapter 5) 
The last question in this category involved affirmative action. The students were 
asked if affirmative action had outlived its usefulness. The students were to choose from 
five responses of strongly agree, agree, disagree, and do not know. Forty-two percent of 
the population chose disagree, while 39 percent of the population chose strongly disagree. 
Fifty-four percent of the male graduate students and 50 percent of the female graduate 
students strongly disagree with the statement. However, 40 percent of male 
undergraduates and 44 percent of female undergraduates disagree. 
Given the student response concerning affirmative action and antidiscrimination 
laws, it is clear that students believe that white supremacy is a threat to their career. If 
there were not provisions in place to counterbalance the long-term effects resulting from 
white supremacy, the career opportunities outlook for students would be worse. Most of 
these students have not had professional work experience. 
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The last category on the questionnaire gauged the students’ perceptions 
concerning the greater expansion of discrimination in the workplace. According to Neely 
Fuller, the expansion of white supremacy involves increasing the number of people subject 
to white domination. Consequently, the recent discriminatory lawsuits filed against major 
corporations like Coca-Cola Company and Texaco, Incorporated, are the result of the 
expansion of white supremacy. The number of discriminatory lawsuits filed with the 
Equal Employment Opportunity Commission increased from 1996 from 26,287 to 28,819 
in 1999, indicating that more nonwhite people are subject to the greater expansion of 
discrimination in the workplace (United States Equal Employment Opportunity 
Commission 1999). Therefore, the students were asked two questions concerning 
workplace discrimination. The first question was: 
A company is offering you an attractive position with good pay’ and benefits. You 
discover the company has been recently found guilty of discriminating against some of 
its African-American employees. Would you still join the company? 
The majority of students, 53 percent indicated that they would not work for a company 
with a discriminatory reputation. Below are the responses and percentages for each group 
within the student population. 
• 54 percent of male graduate students answered No 
• 55 percent of female graduate students answered No 
• 58 percent of female undergraduate students answered No 
(See Figure 15 in Chapter 6) 
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Fifty percent of the undergraduate male population indicated that they would work 
for a company with a discriminatory reputation. However, 45 percent of this same group 
indicated that they would not. 
The second question in this category asked: 
Do you feel that discriminatory practices in the workplace are 
increasing, about the same, or decreasing? 
Forty-nine percent of students believe that discriminatory practices are about the same in 
the workplace. However, as previously stated, the number of racially based lawsuits has 
increased from 1996 to 1999 indicating that discrimination in the workplace is increasing. 
The student’s response to the question may be the result of not working in a full-time 
professional capacity and, therefore, they are not confronted with constant discrimination. 
Below are the percentages and the academic classification of each group that believed 
discriminatory practices have remained the same. 
• 46 percent of male graduate students 
• 58 percent of female graduate students 
• 45 percent of male undergraduate students 
• 48 percent of female undergraduate students 
(See Figure 18 in Chapter 6) 
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Differences in Perceptions 
Overall, the perceptions held by both graduate and undergraduate populations 
tended to be the same except in two instances. In the category of equality, the 
undergraduate and graduate populations said that American corporations were doing only 
a fair job concerning equal hiring opportunities, pay equity, promotion, and granting 
African-American employees equal opportunities to become managers. Therefore, in the 
area of equality, student responses were fairly consistent. In the area of compensatory 
programs/measures, the undergraduate and graduate responses slightly differed. Fifty-four 
percent and 40 percent of the male and female population respectively believe that private 
firms do not make a genuine effort to invest in their African-American employees. 
However, 42 percent of male undergraduates and 36 percent of female undergraduates 
believe that American companies do make a genuine effort to invest in African-American 
employees. The graduate population on average has worked three years professionally. 
Therefore, the graduate students’ professional experience could be viewed as more 
credible versus the undergraduate students as it is unlikely that they have worked full time 
professionally. Another difference occurred between the undergraduate and graduate 
population concerning the usefulness of affirmative action. Both populations believed that 
affirmative action is needed in the workplace. However, the graduate population felt more 
strongly about the use of affirmative action than undergraduates. For example, 54 percent 
and 50 percent respectively of the male and female graduate population strongly disagree 
that affirmative action has outlived its usefulness, whereas 40 percent and 44 percent of 
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male and female undergraduate students disagree that affirmative action programs have 
outlived their usefulness. This slight difference in opinion may have occurred because of 
the professional experience most graduate students have had versus undergraduates. 
Consequently, graduate students may have more actual experience in dealing with racism 
in the workplace and believe programs and certain measures must be in place to 
counterbalance the effects of white supremacy. 
In examining the potential expansion of discrimination in the workplace, students’ 
responses were fairly consistent with one another. For example, 53 percent of students 
said that they would not work for a company with a discriminatory reputation. However, 
50 percent of the male undergraduate population indicated that they would work for a 
company with a discriminatory reputation whereas, 45 percent of the undergraduate male 
population. As aforementioned, white supremacy does not seek to empower its nonwhite 
victims. Consequently, nonwhites in many cases feel powerless to solve their problems. 
Therefore, it is possible that male undergraduates may feel less secure than the other three 
groups in terms of finding the optimal situation in which to work. 
The last question in this section asked students whether or not discriminatory acts 
in the workplace were increasing, decreasing, or about the same. There was no significant 
difference between the four groups with the majority of students indicating that 
discriminatory acts in the workplace are about the same. Based upon the responses 
students gave in this area it is obvious they are not required to keep abreast of current 
events happening inside Corporate America. The recent discriminatory lawsuits involving 
Coca-Cola Company, Texaco, Incorporated, Circuit City Stores, and Georgia Power 
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Company are strong indications that discrimination is increasing in Corporate America, 
thus, proving Fuller’s notion that white supremacy has the potential to expand. 
Comparison of Responses of African-American Professionals and Students 
In the area of equality the overall student response was consistent with the African- 
American professional response in two areas. Both the student questionnaire and poll 
conducted with African-American professionals asked these participants to respond to a 
series of questions concerning equality. The content area included equal hiring, pay 
equity, promotion and giving African Americans opportunities to become managers. On a 
scale ranging from excellent to poor, students gave an overall fair response to the various 
subject areas involving equality. African-American professionals differed with students 
slightly. The African-American professionals and students gave an overall fair rating in the 
areas of equal hiring and pay equity. However, African-American professionals differed 
with students by giving American companies an overall poor rating involving issues of 
promotion and giving African-American employee’s opportunities to become managers. 
Table 11 provides the overall percentage of two areas which African-American 
professionals and students labeled as fair. 
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TABLE 11 
COMPARISON OF RESPONSES OF AFRICAN-AMERICAN 




Equal Hiring 48% 58% 
Pay Equity 43% 45% 
Source. Compiled from previous figures. 
The responses of African-American students and professionals differed in the areas 
of promotion and giving African-American employees opportunities to become managers. 
The students believe that Corporate America is doing only a fair job involving the issues 
that are cited above. Below are the percentages and areas in which African-American 
professionals labeled corporations as doing a poor job: 
• 40 percent promoting African Americans 
• 43 percent giving African Americans opportunities to become managers 
Both populations differed slightly in the area of equity; however, the students’ and 
the African-American professionals’ responses lend credence to Neely Fuller’s idea that 
within the framework of white supremacy, equality does not exist. As previously stated, 
Fuller argues that white supremacy is hierarchal. This means that people classified as 
white are only equal to one another. Thus, nonwhites are forced to function as inferiors. 
Students and African-American professionals were asked to respond to issues involving 
equality in the workplace on a scale ranging from excellent to poor. The above indicates 
that African Americans do not feel that they are provided with equality in the workplace. 
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Furthermore, many African-American professionals interviewed for this study often said 
that they had to be ten times better than their white counterparts in the workplace. Again, 
this is an indication that nonwhites feel that they are not given equal treatment within the 
workplace, which falls into the larger context of white supremacy. 
In the area of examining compensatory programs/measures, the opinions of 
students and African-American professionals’ were congruent in some areas and not in 
others. Again, this section examines the students and the African-American professionals 
perceptions concerning special training programs and incentives, antidiscrimination laws 
and the usefulness of affirmative action. 
African-American students who participated in this study and African-American 
professionals who participated in the poll answered a question concerning the effort that 
companies make to prepare African Americans for advancement within corporations. This 
statement was altered to fit the student population. On the survey, students were asked to 
respond to the following statement: 
American corporations make a genuine effort to invest in their African- 
American employees, i.e., by offering training programs and other 
incentives to help prepare them for advancement within the company. 
The students were given five possible responses. The responses were: Strongly agree; 
Agree; Disagree; or Do Not Know. Thirty-eight percent of the students agreed with the 
statement. African-American professionals were given a slightly different question. The 
question presented to African-American professionals was: 
134 
Do you think your employer makes a genuine effort to invest in their 
African-American employees by offering training programs and other 
incentives to help them advance within the company ? 
The African-American professionals were given two choices of responses. The responses 
were: yes or no. Fifty-three percent of the African-American professionals responded no 
to the question. Fifty-three percent of African-American professionals indicated during 
the poll that their employer did not make an effort to offer special incentives to help 
African Americans advance within the corporation. Since these professionals are currently 
employed, this gives one a more realistic picture of what is occurring in Corporate 
America. Therefore, indicating that the majority of African-American students’ opinions 
concerning this issue may need to be reconsidered. Furthermore, African-American 
professionals interviewed for this study indicated that the lack of career development is 
one of the major reasons they have not experienced the career growth as their white 
counterparts. Additionally, it is plausible that using Fuller’s framework that the white 
corporate firms do not institute compensatory programs/measures because they want non¬ 
whites to function as inferiors. Thus, allowing whites to reign supreme. 
The second question asked students and African-American professionals about 
compensatory programs/measures was about anti-discrimination laws. Students who 
participated in this study and African-American professionals who were polled both 
responded to a statement concerning anti-discrimination laws. The statement was: 
Strong anti-discrimination laws and enforcement are still necessary 
because most CEOs are not really concerned about racial 
discrimination in their companies. 
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The students and African-American professionals were given a choice of five responses. 
Fifty-nine percent of the students agree with the statement. However, 45 percent of 
African-American professionals strongly agree with the statement. There is a slight 
difference in the perception of African-American professionals versus students, but both 
groups’ perceptions are closely aligned. African-American professionals may feel more 
strongly because they have more opportunity to encounter racism within the corporate 
workplace than African-American students who may have little or no experience working 
in Corporate America. African-American professionals interviewed indicated that strong 
antidiscrimination laws and enforcement are still necessary because many employers will 
not hire nor promote African Americans unless they are forced to do so. 
The next question in the compensatory program/measures section covered 
affirmative action. The students were asked a slightly different question from that posted 
to African-American professionals who participated in the poll. The students were asked 
to respond to the following statement: 
Affirmative action has outlived its usefulness. 
The students were given a choice of five possible responses. These responses were 
strongly agree, agree, disagree, or do not know. Forty-two percent of students disagreed 
with this statement. African-American professionals who participated in the poll were 
asked: 
Do you believe that Affirmative action has outlived its usefulness? 
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The respondents were given two possible responses. The possible responses were: yes or 
no. Seventy-five percent of respondents selected no as their response. Although both 
questions were asked slightly differently, one can clearly see that both students and 
African-American professionals believe that affirmative action should be utilized. Thus, 
both students’ and African-American professionals’ perceptions are closely aligned on this 
issue. Many African-American professionals interviewed for this study reiterated the same 
comment that they made concerning antidiscrimination laws. The African-American 
professionals essentially said that corporate firms must be forced by law to practice the 
tenants of equality in the workplace. 
Although there have been programs and measures designed by law to counter¬ 
balance the effects of white supremacy in the workplace, it is questionable whether these 
laws are being enforced. As previously stated, the number of cases filed at the EEOC 
alleging race-based discrimination is increasing and the high profile discrimination lawsuits 
involving Texaco, Incorporated, Circuit City Stores, Cracker Barrel Old Country Store 
and Coca-Cola Company seem to support this idea. It is possible that these laws have 
been designed to pacify nonwhites in order to make them believe that the Federal 
Government does not tolerate inequity in the workplace. 
Neely Fuller says that white supremacy practices can be refined. Fuller describes 
the refinement stage within the white supremacy context as being the most ideal stage of 
racial subjugation. Fuller argues that white supremacists prefer a condition in which their 
victims willfully support being the subjects of the system of white supremacy. In the 
refinement stage, many initiatives appear to counterbalance racism. Furthermore, the 
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refinement stage involves the promotion of white supremacy in a different and more 
effective form (Fuller 1972, 75). Therefore, it is possible that many antidiscrimination 
laws such as Title VII of the 1964 Civil Rights Act are various tactics to keep nonwhites 
satisfied with the conditions of white supremacy. For example, during the time when 
many Civil Rights laws were passed, the United States was experiencing racial turmoil. 
Many African Americans had become dissatisfied with blatant forms of racism. 
Consequently, many leaders began to emerge during this time. Martin Luther King, Jr., 
Medgar Evers, Malcolm X and Stokely Carmichael were among such leaders. These 
leaders encouraged their followers to resist white supremacy through various forms of 
protesting, boycotting and speaking in a manner to neutralize the effects of white 
supremacy. As a result, the United States Government passed many antidiscrimination 
laws. Thus, it is possible that the Federal Government passed these laws in order to stop 
nonwhites from questioning the status quo. Nonwhites’ acts of protest during the 1960s 
concerned the Federal Government. Therefore, during the time that the Civil Rights laws 
were passed, the Federal Bureau of Investigation (FBI) began launching a campaign to 
stop African Americans in their efforts of gaining political power. The FBI launched the 
Counterintelligence Programs. The FBI hired African Americans to infiltrate various 
African-American organizations to gain inside information in order to neutralize them. 
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One of the goals of the program is listed below: 
Prevent the condition of militant African-American nationalist groups. 
In unity there is strength; a truism that is no less valid for all of its 
triteness. An effective coalition of black nationalist groups might be the 
first step toward real “Mau Mau” in America, the beginning of true 
black revolution (Federal Bureau of Investigation 1968, 3). 
Therefore, the counterintelligence program designed by the Federal Bureau of 
Investigation was one tactic of stopping African Americans from questioning the status 
quo. The other tactic was to pass antidiscrimination laws and not enforce them. This 
tactic refined white supremacy by making nonwhites believe the Federal Government was 
working against racist practices and procedures while covertly practicing white supremacy 
by working to destroy African-American organizations designed to help African 
Americans gain political power. 
The final category covered on the survey was the expansion of discriminatory acts. 
Both students and African-American professionals were asked two questions concerning 
discrimination in the workplace. The first question was as follows: 
A company is offering you an attractive position with good pay and 
benefits. You discover the company has been recently found guilty of 
discriminating against some of its African-American employees. Would 
you still join the company? 
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The participants had three possible responses. The responses were yes, no or do 
not know. Fifty-three percent of students revealed that they would not work for the 
company. Forty-one percent of African-American professionals said that they would work 
for the company. However, 40 percent indicated that they would not join the company. 
The remaining 19 percent chose the do not know response. The students’ responses to 
this were not in alignment with that of African-American professionals. The African- 
American professional group responses indicated a split within their population. The 41 
percent of African-American professionals who indicated that they would work for a 
company that was guilty of discrimination may not believe that it is possible to work any 
place where discrimination does not exist. Whereas, the 53 percent of African-American 
students who responded that they would not work for a company that was guilty of 
discrimination displayed some indication that their career outlook may not be as tarnished 
as those who have worked longer in full-time professional capacities. Furthermore, Fuller 
believes that the longer that white supremacy continues to expand, nonwhites will become 
comfortable with this situation. This situation would maximize the effects of white 
supremacy in the minds of nonwhite people. For example, many African-American 
professionals who were interviewed for this study said that they believed that racism will 
exist forever. 
The last question concerning the expansion of discrimination in the workplace 
differed slightly for students than it did for African-American professionals who were 
polled. 
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The question that the students responded to was: 
There have been several lawsuits brought against American companies 
for discriminatory practices against African-American employees. Are 
these discriminatory practices; A) increasing; B) about the same; C) or 
decreasing? 
The question that was posed to African-American professionals was exactly the 
same except they were asked whether the discriminatory acts were common or rare 
instances. Forty-nine percent of the student population believes that these instances are 
about the same. African-American professionals polled believed that discriminatory 
practices commonly occur. Furthermore, there is evidence to suggest that discriminatory 
acts are increasing with the number of high profile lawsuits alleging racial discrimination 
and the EEOC reporting an increase in the number of employees filing charges against 
their employer for racial discrimination. This suggests that white supremacy is continually 
expanding. Therefore, it is necessary for both African Americans who are employed and 
those who desire to work for Corporate America to develop an awareness of events 
occurring in their environment. This means that they must stay abreast of current events 
involving African Americans as they relate to Corporate America. Additionally, if 
possible, students should question African-American professionals about their experience 
working with a particular firm before deciding to become employed with any organization. 
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African-American History Course Recommendation 
It is important that African Americans know their collective experience. This 
means that they must be knowledgeable of African-American history. Currently, Clark 
Atlanta University requires that all undergraduates take History 201 and 202, which is the 
United States, Africa and the World (Clark Atlanta University 1995b, 156). These 
courses focus on the historical foundations of the world and the changes that have 
occurred over time. The course begins with the African origins of humankind and then 
examines the development of certain civilizations through the year 1815. However, the 
School of Business Administration should require that its students take History 319 and 
History 320. History 319 is entitled African-American History to 1865. It provides 
students with the examination and analysis of the experience of African Americans from 
the African beginnings to 1865 {Clark Atlanta University 1995b, 157). This includes the 
development of North America’s establishment of racism, the experience of slavery, 
sectionalism, the civil war, and reconstruction. History 320 is African-American History 
Since 1865 {Clark Atlanta University 1995b, 157). This course provides students with 
the experiences of African Americans from the post-reconstruction period to the present 
{Clark Atlanta University 1995b, 157). The topics included in this course are segregation, 
urban life, the Civil Rights Movement, and African-American contributions to American 
culture and society {Clark Atlanta University 1995b, 157). These four courses will 
provide students with the necessary firm foundation for learning. Learning is a process by 
which the person must understand him or herself, thereby placing him/herself at the center 
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of the learning process. This will give the students the necessary foundation with which 
they can begin to make changes in their community and the world. 
If the School of Business Administration empowers its students in this manner, 
they will feel more self-confident and less intimidated by racism encountered in the 
workplace. Furthermore, understanding history will give the students who attend the 
School of Business Administration a sense of purpose. Through constant exposure to the 
African-American experience and the contributions made by African Americans in various 
fields, students will develop a sense of purpose. Thus, this cultural foundation will 
impress upon students that they can develop, design, and execute plans to solve complex 
business problems, thereby making significant contributions to the field of business. 
Entrepreneurship Track Recommendation 
Clark Atlanta University’s School of Business Administration should consider 
placing emphasis on entrepreneurship. Seventy-six percent of the students who 
participated in this study stated that they want to start their own businesses. Currently, 
the School of Business Administration provides one class at the undergraduate and 
graduate levels on the topic of entrepreneurship. These courses provide students with the 
analysis of procedure for developing or acquiring a major management and equity position 
in a new or existing business venture. 
The courses focus on the problems of purchasing or initiating an enterprise and the 
critical thinking needed to address these problems rather than on day-to-day management. 
It is recommended that both undergraduate and graduate students be required to take this 
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course. Furthermore, it is recommended that the School of Business Administration 
develop an entrepreneurial track for students who want to start their own businesses. To 
realize this goal, the School of Business Administration should study the strategy and 
develop relationships with successful African-American owned firms in the Atlanta area. 
Additionally, the School of Business Administration should encourage representatives 
from African-American owned firms to give lectures and workshops to students on the 
benefits of owning and successfully managing a business. This will encourage students to 
become more self-actualized as entrepreneurs and in turn generate more employment and 
wealth in the African-American community. 
Clark Atlanta University School of Business Administration should be committed 
to advancing the above goals through more African centered research and fully engage 
themselves with African-American community development on all levels. All African- 
American institutions must come to the realization that their primary function is the 
protection and betterment of African-American people. African-American organizations 
must recognize their place and the role they must play in a vast network of institutions, 
groups and individuals designed to achieve African-American power (Wilson 1998, 193). 
Student Internship Recommendation 
It is recommended that the School of Business Administration require all graduate 
students to complete an internship between their first and second year of study. It is also 
recommended that the School of Business Administration arrange a one-year paid 
internship for students with a Fortune 500 company with which they have developed 
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partnerships. Student internships will enhance the learning process in a variety of ways. 
This experience will give students a more realistic picture of the corporate environment. 
As a result, the students will receive a broader perspective of the business world. 
Theoretical knowledge in addition to practical knowledge is important. However, 
students must be challenged to utilize the skills they have acquired and apply the principles 
learned to real-life scenarios. Furthermore, an internship will give students the 
opportunity to examine whether or not private firms are utilizing theoretical knowledge 
which they have learned in their classes. The learning process will be further enhanced 
because the student will learn interpersonal skills. Developing interpersonal skills during 
the internship process will enhance the students’ work performance on group projects and 
increase their opportunities for mentorship, which is necessary for career advancement. 
Lastly, the internship could potentially force students to develop strategies to counter 
racism in the workplace. 
This skill is needed particularly for students attending the School of Business 
Administration because Clark Atlanta University is a predominately African-American 
institution. Therefore, students do not experience direct forms of racism everyday as they 
might in the corporate setting. This experience will better prepare students to handle 
potential conflicts concerning racism in the workplace. 
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Recommendation for African-American Psychology 
The research indicates that in Corporate America, employees and future employees 
will be confronted with issues of racism. It seems that business schools do not concern 
themselves with requiring courses or workshops related to diversity or racism in the 
workplace. Further, the research indicates a need for African-American students to learn 
strategies for dealing with racism prior to entering the labor market as new MBAs or as 
undergraduates who will enter the labor force at entry-level positions in Corporate 
America. Therefore, it is recommended that all students who are enrolled in the School of 
Business Administration take a course in African-American psychology in addition to the 
required course in Organizational Behavior. Factors that shape psychology include the 
complexity of mental, emotional, physical and environmental elements, on which the study 
of psychology as a science is based. Therefore, it is a key science in the overall 
understanding of self, society and the world. African-American psychology revolves 
around a discipline, which not only studies the behavior of African-American people, but 
also seeks to transform them into self-conscious agents of their own mental and political 
liberation (Karenga 1993, 341). 
Potential topics to be explored in an African-American psychology course are self- 
concept, consciousness, and human transformation. One’s self-concept has to do with 
what an individual thinks about himself or herself. This is particularly important for 
African Americans to examine within the framework of white supremacy. African- 
American people have endured the holocaust of slavery and other atrocities, which have 
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served to undermine their confidence. Therefore, African-American psychology has the 
potential to help students examine and understand both the positive and negative qualities 
they see in themselves and other African-American people. The students will achieve this 
understanding through a study of consciousness. Consciousness simply means awareness. 
Human beings at their highest points of development were most noteworthy for their 
commitment to the development of consciousness (Akbar 1998, 65). 
Consequently, with this sense of empowerment, students will have the necessary 
strength to develop solutions to complex business problems either in the white corporate 
world or in their privately owned firms. In addition, African-American psychology is 
rooted in African-American culture, giving the students the necessary context to examine 
the environment in which they are situated. Students must graduate from the School of 
Business Administration self-assured and empowered, thereby, executing Clark Atlanta 
University’s motto: “I ’ll find a way or make one.” 
Limitation of Study 
One limitation of the study is that the researcher did not hold detailed 
interviews with the Dean of the School of Business Administration to determine how the 
School of Business Administration is seeking to meet its stated objectives, specifically, 
how it seeks to fulfill its objective to produce world citizens who develop solutions to 
racism. 
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Recommendations for Further Research 
There appears to be a need for further study in the area of female perceptions in 
the workplace, especially in relationship to discrimination practices related both to gender 
and race. 
APPENDIX ONE 
BLACKS IN CORPORATE AMERICA 
In each of the following areas, I’d like you to tell me whether you think that in 
general, American companies are doing an excellent job, a good job, only a fair job, 
or a poorjob. 
1. Providing equal-hiring opportunities for black employees. 
Excellent Job: 4% 
Good Job: 16% 
Only Fair Job: 48% 
Poor Job: 28% 
Don’t Know: 4% 
2. aying equitable wages to African Americans. 
Excellent Job: 3% 
Good Job: 18% 
Only Fair Job: 43% 
Poor Job: 32% 
Don’t Know: 5% 
3. Promoting African Americans on an equitable basis. 
Excellent Job: 1% 
Good Job: 15% 
Only Fair Job: 33% 
Poor Job: 40% 
Don’t Know: 5% 
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4. Giving black employees opportunities to become managers. 
Excellent Job: 3% 
Good Job: 14% 
Only Fair Job: 38% 
Poor Job: 41% 
Don’t Know: 4% 
Compared with five years ago, do you think the situation of blacks in 
Corporate America is better, worse or about the same? 
Better: 30% 
Worse: 18% 
About the same: 49% 
Don’t know: 3% 
In general, do you think that most American corporations today make a 
genuine effort to invest in their own African-American employees by offering 
training programs and other incentives to help prepare them for advancement 
within the company? 
Yes: 37% 
No: 53% 
Don’t know: 10% 
Do you think that your own employer makes a genuine effort to invest in their 
own African-American employees by offering training programs and other 
incentives to help prepare them for advancement within the company? 
Yes: 53% 
No: 37% 
How do you feel about the future prospects for your career? Would you say 
you are very optimistic, somewhat optimistic, somewhat pessimistic, or very 
pessimistic? 
Very optimistic: 33% 
Somewhat optimistic: 35% 
Somewhat pessimistic: 14% 
Very pessimistic: 8% 
Don’t know: 10% 
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9. Do you think that large corporate mergers, like the recent ones in the financial 
and technology industries are good for minority employees? 
Yes: 39% 
No: 44% 
Don’t know: 17% 
10. For young African Americans interested in business careers, would you 
encourage them to pursue careers in major corporations, or would you 
encourage them to become entrepreneurs? 
Careers in major corporations: 24% 
Entrepreneurs: 64% 
Don’t know: 12% 
11. If affirmative action programs were eliminated, do you think that the prospects 
for hiring and advancement of African Americans in American corporations 
would get better, stay the same, or get worse? 
Better: 12% 
Stay the same: 18% 
Worse: 67% 
Don’t know: 3% 
12. o you think affirmative action programs have outlived their usefulness? 
Yes: 17% 
No: 75% 
Don’t know: 5% 
13. Over the past several years, there have been several lawsuits brought against 
American companies for discriminatory practices against African-American 
employees. Do you think these discriminatory practices are still common, or 
are they rare? 
Common: 81% 
Rare: 13% 
Don’t know: 6% 
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14. Suppose a company was offering you an attractive position with good pay and 
benefits, and you discovered that the company had recently been found guilty 
of discriminating practices against some of its African-American employees. 
Would you still join the company? 
Yes: 41% 
No: 40% 
Don’t know: 19% 
I’m going to read you some statements about American corporations. Please indicate 
whether you strongly agree, agree, disagree, or strongly disagree with each statement. 
15. Strong antidiscrimination laws and enforcement are still necessary because 
most CEOs and other senior business executive are not really concerned about 
racial discrimination in their companies. 
Strongly agree: 45% 
Agree: 35% 
Disagree: 12% 
Strongly disagree: 4% 
Don’t know: 4% 
16. Many American corporations deserve a lot of credit for aggressively recruiting, 
training, and promoting African-American employees. 
Strongly agree: 11% 
Agree: 45% 
Disagree: 28% 
Strongly disagree: 11% 
Don’t know: 6% 
17. Most American corporations today hire a few black executives for appearances 
sake, but offer little real opportunity for advance for their African-American 
employees. 
Strongly agree: 45% 
Agree: 33% 
Disagree: 14% 
Strongly disagree: 3% 
Don’t know: 5% 
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18. Do you think that most American corporations pay the same salaries to black 
and white employees of equal training, and experience? 
Yes: 17% 
No: 76% 
Don’t know: 7% 
19. How would you describe black leaders’ attitudes toward big business? Would 




Don’t know: 7% 
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24. How many employees are there in the company you work for, counting all 
locations? Are there  
Less than 5: 8% 
Between 5 and 100: 16% 
More than 100 but less than 1,000: 24% 
Or, More than 1,000: 40% 
Don’t know: 12% 
25. o you work for a black-owned or managed company? 
Yes: 13% 
No: 80% 
Don’t know/Refiised: 7% 
26. o you work for a for-profit or non-profit organization? (Asked of 












28. Sometime in the future would you like to start your own business? (Asked of 
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29. How would you describe the place where you live? 
A big city: 30% 
Suburbs of a big city: 24% 
A medium-sized city: 21 % 
A small town: 16% 
Rural area: 8% 
Don’t know: 1% 
30. What was the last year you completed in school? 
Some high school: 2% 
High school graduate: 4% 
Some college: 26% 
College graduate: 44% 
Advanced degree: 24% 
Refused: 2% 
31. Is your total household income greater than $50,000 or less than $50,000? 
Greater than $50,000: 61% 
Less than $50,000: 31% 
Refused: 9% 
32. Is your total household income greater than $75,000 or less than $75,000 
(Asked of respondents whose total income is above $50,000) 
Greater than $75,000: 63% 
Less than $75,000: 34% 
Refused: 3% 
33. Is your total household income greater than $ 100,000 or less than $ 100,000? 
(Asked of respondents whose total household income is above $75,000) 
Greater than $100,000: 50% 




CAREER PERCEPTION SURVEY 
In statements one through four, please indicate what you think regarding American 
companies. In general are they doing an excellent job, a good job, only a fair job, 
or a poor job. 





(E) do not know 





(E) do not know 





(E) do not know 
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(E) do not know 
In statements or questions five through seven regarding American corporations, 
please indicate whether you strongly agree, agree, disagree, or strongly disagree. 
5. The majority of American corporations make a genuine effort to invest in their 
African-American employees, e.g., by offering training programs and other 
incentives to help prepare them for advancement within the Company. 
(A) strongly agree 
(B) agree 
(C) disagree 
(D) strongly disagree 
(E) do not know 
6. Strong antidiscrimination laws and enforcement are still necessary because most 
CEOs and other senior business executives are not really concerned about racial 
discrimination in their companies. 
(A) strongly agree 
(B) agree 
(C) disagree 
(D) strongly disagree 
(E) do not know 
7. Most American Corporations pay the same salaries to African-American and white 
employees of equal training and experience. 
(A) strongly agree 
(B) agree 
(C) disagree 
(D) strongly disagree 
(E) do not know 
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8. Affirmative action programs have outlived their usefulness. 
(A) strongly agree 
(B) agree 
(C) disagree 
(D) strongly disagree 
(E) do not know 
9. A Company is offering you an attractive position with good pay and benefits. You 
discover the company has recently been found guilty of discriminating against 
some of its African-American employees. Would you still join this company? 
(A) yes 
(B) no 
10. If affirmative action programs are eliminated, what are the prospects for hiring and 
advancement of African Americans in American corporations? 
(A) better 
(B) stay the same 
(C) worse 
(D) do not know 
11. There have been several lawsuits brought against American companies for 
discriminatory practices against African-American employees. Are these 
discriminatory practices increasing, about the same, or decreasing? 
(A) increasing 
(B) about the same 
(C) decreasing 
(D) do not know 
12. Do you plan to start your own business? (Answer this question only if you 
own a business. ) 
(A) yes 
(B) no 
(C) do not know 
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